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ABSTRACT

FACTORS RELATED TO EMPLOYEES’ BEHAVIORAL INTENTION TO USE ONLINE
PROFESSIONAL DEVELOPMENT
Yousef Alshrari, Ph.D.
Department of Educational Technology, Research and Assessment
Northern Illinois University, 2018
Hayley Mayall, Director

With the rapid changes in and development of online learning, the need for integrating
online professional development is growing due to its availability and flexibility for improving
employees’ job-related skills and knowledge (Chatzoglou, Sarigiannidis, Vraimaki, &
Diamantidis, 2009; Kijsanayotin, Pannarunothai, & Speedie, 2009; Yoo & Hung, 2016). Online
professional development is defined as “a means for delivering information and communication
between the trainer and the student” (Race, 2005, p. 9) – in other words, providing training using
technology. According to the literature, there is a lack of consideration of employees’ behavioral
intention to use online professional development (Admiraal & Lockhorst, 2009; Roca & Gagne,
2008). Therefore, this study was designed to investigate how the attitudinal factors of the
UTAUT model (performance expectancy, effort expectancy, and social influence) can predict
employees’ behavioral intention to use online professional development at King Abdullah Bin
Abdul-Aziz University Hospital, Saudi Arabia. Also, this study investigated whether gender
moderated the relationship between the UTAUT constructs and behavioral intention to use online
professional development. The findings of this study show that performance expectancy and
effort expectancy were the only statistically significant predictors of the employees’ behavioral
intention to use online professional

development. Also, gender did not have any moderating effect on the relationship between the
UTAUT constructs and employees’ behavioral intention to use online professional development.
These findings are discussed in accordance with previous research. Finally, the limitations of the
current study, its implications for practice, and suggestions for future studies are also discussed.
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CHAPTER 1
INTRODUCTION

Background of the Problem

Online learning has tremendously changed the way we educate ourselves and think about
instruction by making educational materials and professional development content available
online for individuals in many different subjects and in different workplaces (Wang, Ran, Liao,
& Yang 2010). Since online learning has been proven as robust as face-to-face education
(McCutcheon, K., Lohan, M., Traynor, M., & Martin, D., 2015; Batalla-Busquets & Bernal,
2013), both academic and corporate workplaces have started to utilize technology to deliver
content to improve individuals’ professional performance. For instance, in the 1960s, technology
was first used to deliver education for students at the University of Illinois (McKay & Vilela,
2011). This tool was a computer-based education program called Programmed Logic for
Automatic Teaching Operation (PLATO), and it was used to convey educational subjects to
students. According to Woolley (1994), PLATO was the earliest start of all professional
development tools. Since then, research and statistical figures have shown a significant increase
in the online learner population, which has grown in 2007 to 3,938,111 users from 1,602,970
users in 2002 (Armstrong, 2011). Similar to computer based educational programs, a study
conducted by Seraphim (2010) mentioned that online learning is viewed as a positive learning
tool that could potentially increase individuals’ professional development in corporate
workplaces. Online professional development is defined as “a means for delivering information
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and communication between the trainer and the student” (Race, 2005, p. 9), in other words,
providing training using technology. Online professional development content can be delivered
either synchronous, happens in a real time online, or asynchronous, happens anytime; e.g.
recorded lectures or tutorials, to improve individuals’ professional aspects (Feldman & Zucker,
2015). For the purpose of this study, online learning, distance learning, online training, and
online professional development were treated as equivalent, as they all refer to making content
available online to accommodate individuals’ needs of learning. From now on, the phrase that
will be used is online professional development.
With the rapid changes in and development of online learning, the need for integrating
online professional development in corporate workplace environments is on the rise due to its
availability and flexibility to improve employees’ job-related skills and knowledge (Chatzoglou,
Sarigiannidis, Vraimaki, & Diamantidis, 2009; Kijsanayotin, Pannarunothai, & Speedie 2009;
Yoo & Hung, 2016). According to Derouin, Fritzsche, and Salas (2005), audiences of online
professional development are devoted to continuing their learning if they can customize their
learning to fit their needs. For instance, Yoo and Han (2013) concluded that online professional
development has the potential to enhance employees’ competency in many areas related to their
work tasks. Likewise, Lee, Zo, and Lee (2014) examined learning methods at the workplace and
found that electronic learning was perceived to be an appropriate learning method because of its
accessibility and usability. The results of Lee et al.’s study were consistent with previous
research regarding the notion of having positive attitudes toward online professional
development (Ching & Hung, 2011). Furthermore, a study by Kijsanayotin et al., (2009) revealed
that employees emphasize the importance of online learning to improve their professional
development aspects because of its flexibility and accessibility.
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Many research studies found that learners who participated in well-designed online
courses have positive perceptions of the availability of learning and the usefulness of an online
learning environment to learn and develop their skills and knowledge (Hunte, 2012; BatallaBusquets & Bernal, 2013; Penman & Thalluri, 2014; Fang & Shudong, 2014). In a similar study,
Kyalo and Hopkins (2013) revealed that learners were satisfied with using online professional
development as a tool to increase their skills and knowledge.
For online professional development to be effective and efficient, users must first accept
it as legitimate or it will be viewed as useless (Venkatesh et al. 2003). Because online learning
has positively contributed to significantly minimizing learning difficulties and distance
boundaries to eventually improve learners’ professional development (Alebaikan & Troudi,
2010; Bryce, Choi, Landstrom, & LoChang, 2008; Hamdan, 2014), research is shifting toward
measuring factors that might interfere with the adoption or acceptance of online professional
development. This ever-present concern of business and corporate sectors has led educational
technologists to a treasure trove of research in areas that had not been previously visited.
Saudi Arabia, where this study was conducted, is a developing country and online
learning is still in its developmental stages. Currently, most corporate sectors in Saudi Arabia,
especially university hospitals, are using face-to-face professional development programs, but
there are ambitious plans to offer training programs online for almost all corporate sectors. In
fact, following the lead of corporations, the Saudi Arabian government is encouraging this
practice (National Center for e-Learning and Distance Learning, n.d.). Conducting future studies
may provide useful information for instructional designers and policymakers who are
considering implementing online professional development in the Saudi Arabian corporate
workplace.
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Theoretical Framework and Constructs

The Unified Theory of Acceptance and Use of Technology (UTAUT) was utilized as the
theoretical framework to guide this study. The UTAUT is a technology acceptance model that
was proposed by Venkatesh, Morris, Davis, and Davis (2003). The purpose of the UTAUT
model is to explain users’ behavioral intentions to use new technology (Min el at., 2008;
Venkatesh et al., 2003; Yoo & Han 2013). Because this study was based on the notions of
investigating employees’ behavioral intentions to use online professional development, the
UTAUT model was used to examine employees’ behavioral intents toward using online
professional development. The UTAUT model consists of the following constructs: performance
expectancy, effort expectancy, social influence, facilitating condition, behavioral intention, use
behavior, and four moderator variables (gender, age, experience, and voluntariness of use).
Additional information about the UTAUT model and its constructs is discussed in Chapter 2.

Factors Related to the Use of Online Professional Development

Numerous research studies have recommended that the designers and decision makers of
any online professional development program need to consider the employees’ behavioral
intention to use technology before the practical implementation of the program (Ching & Hung,
2011; Kijsanayotin et al., 2009; Kyalo & Hopkins, 2013; Yoo & Huang, 2016). The factors that
play a significant role in predicting individuals’ behavioral intentions to use online professional
development include performance expectancy, effort expectancy, and social influence
(Kijsanayotin et al., 2009; Yoo & Han, 2013). For performance expectancy, Mohammadyari and
Singh (2015) and Tarhini, El-Masri, Ali, and Serrano (2015) found it a significant predictor of
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individuals’ behavioral intention to use new technology with a positive relationship. For effort
expectancy, previous research studies found it to be a significant predictor with a positive
relationship with the behavioral intention to use online professional development (AlAwadhi &
Morris, 2008; Kijsanayotin et al., 2009; Yoo & Han, 2013; Yoo and Huang, 2016). For social
influence, Dečman (2015) investigated learners’ behavioral intention to use technology in a
higher educational context. The findings showed that social influence was a statistically
significant predictor of behavioral intention to use technology. Therefore, performance
expectancy, effort expectancy, and social influence were used in this study as predictor variables
of employees’ behavioral intention to use online professional development.
Within the Saudi Arabian culture, practice has not traditionally been informed by
research. For example, in my role as a training specialist in Saudi Arabia, my observations were
that tools were provided at managerial level employees’ request, but those tools were not useful
in the lower employees’ day to day work tasks. This is why this study is important in providing
decision makers with data-driven decision making rather than being based on what the
managerial level employees think is right. The literature review revealed that employees’
acceptance of online professional development may be influenced by many factors, such as
perceptions, attitudes, and intention to use online learning (Venkatesh, Morris, Davis & Davis,
2003; Yoo & Han, 2013; Yoo & Huang, 2016). For instance, Batalla-Busquets and PachecoBernal (2013) studied the perceptions and views of 2,000 employees regarding online learning as
opposed to traditional training methods to determine what method employees preferred. The
results of their study showed that employees had positive attitudes toward online learning due to
its flexibility and availability. Also, Becker, Newton, and Sawang (2013) examined whether
online training was a useful method to improve employees’ skills and knowledge in the corporate
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environment. Their results indicated that because employees had positive perceptions about
online learning, the acceptance of online training in the workplace was mostly correlated with
the learners’ outcomes. Therefore, indicating that behavioral intention was an appropriate
variable to study.
Behavioral Intention
Behavioral Intention refers to “the degree to which a person has formulated conscious
plans to perform or not perform some specified future behavior” (Warshaw & Davis, 1985,
p.214). Behavioral intention is considered an influential factor related to the use of online
professional development. For instance, research by Yoo and Huang (2016) found that
employees’ behavioral intention toward using online learning is an important factor to consider
before building online learning between organizations because without employees’ willingness
to use online learning, developing these organizations would be unnecessary. Likewise, Hur and
Im (2013) also found that for government employees to use online learning, there has to be an
overall intention to lead individuals into powerful online training. Another study by BatallaBusquets and Pacheco-Bernal (2013) concluded that employees need to adapt themselves to
online learning to benefit from the online professional learning environment. In addition,
Kijsanayotin et al. (2009) suggested that employees’ intention to use new technology was a
significant factor in determining successful online professional development implementation.
Furthermore, Yoo and Han’s (2013) investigation of employees’ intent to use online professional
development in a corporate context showed that employees’ intention can influence their
acceptance of using online training and indicated a need for online training because the
population of employees and the number of organizations is growing rapidly. The results of this
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study showed a strong positive relationship between employees’ intention and their use of
technology. These results were consistent with research findings in other countries that stressed
the major role of employees’ intention for determining their acceptance of online professional
development (Alebaikan & Troudi, 2010; Bryce et al., 2008; Busquets &Pacheco-Bernal; 2013;
Ching & Hung, 2011; Hamadan, 2014; Hur & Im 2013; Yoo & Han 2013; Yoo & Huang 2016).
Similarly, another study by Yoo and Huang (2016) found that to build online learning
organizations between different institutions, employees must first accept and use online training
as a technology tool to improve their professional development. Echoing these sentiments were
Venkatesh et al. (2003), who asserted that online learning would be worthless if employees do
not accept or use it. Therefore, behavioral intention was a highly recommended factor by many
research studies when measuring online professional development acceptance.

Gender

Another factor that might be related to the intention to use online professional
development is gender. For instance, Karaaslan (2013) investigated whether males and females
differed in online learning usage and satisfaction with its content. The findings indicated that
there were significant differences between males and females regarding their use of and
satisfaction with online professional development programs. These results showed that male
employees tended to use online learning more than female employees because male employees
have higher technological skills than female employees. The findings revealed by Karaaslan
(2013) correlated with Ching and Hung’s (2011) regarding the importance of including gender as
a factor for measuring employees’ behavioral intention regarding technology usage. Both studies
pointed out that attitudes toward the implementation of online professional development might
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be related to gender. Because corporate workplaces within Saudi Arabia are segregated by
gender, including gender might add more understanding about how males and females view
online professional development. Therefore, gender was added as a moderator variable in this
study to investigate its moderation effects on the relationship between performance expectancy,
effort expectancy, social influence, and behavioral intention to use online professional
development.
Problem Statement

Although there appear to be no previous studies in Saudi Arabia regarding this topic, in
other countries, many studies recommend the investigation of corporate online professional
development in new workplace settings and with larger samples (Hur & Im 2013; Yoo & Han
2013; Yoo & Huang 2016). There is a current lack of consideration of employees’ behavioral
intention to use online professional development (Admiraal & Lockhorst, 2009; Roca & Gagne,
2008). Employees in the corporate workplace might have their own concerns and intentions
regarding online training. Incorporating the UTAUT model may yield information about aspects
that might influence employees’ decisions to use online professional development in their
workplace. The integration of online training in the corporate workplace environment is still a
research area in which scholars recommend conducting further studies to investigate employees’
behavioral intention to use online professional development (Chatzoglou et al., 2009; Yoo &
Huang, 2016).
Purpose of the Study

The purpose of this quantitative correlational study was to investigate how the attitudinal
factors of the UTAUT model (performance expectancy, effort expectancy, and social influence)
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would predict employees’ behavioral intention to use online professional development at King
Abdullah Bin Abdul-Aziz University Hospital, Saudi Arabia. The selected constructs of the
UTAUT model were applied to the variables of the Saudi Arabian University Hospital workplace
where online professional development is still in its infancy and its factors are still unidentified.
Measuring such constructs may result in understanding employees’ views about online
professional development in general, and their intention in particular, to see the extent to which
the UTAUT constructs explain employees’ intention to use online professional development at
King Abdullah Bin Abdul-Aziz University Hospital. Second, this study investigated whether
gender moderated the relationship between the UTAUT constructs and behavioral intention to
use online professional development.

Research Questions

In light of the literature and the conceptual framework, this study used the following
research questions and hypotheses to investigate employees’ behavioral intention to use online
professional development. The variables mentioned in the research questions below are drawn
from the Unified Theory of Acceptance and Use of Technology (UTAUT). These variables are
performance expectancy (PE), effort expectancy (EE), and social influence (SI), with gender as a
moderator variable.
1. To what extent do performance expectancy, effort expectancy, and social influence
predict employees’ behavioral intention to use online professional development?
o H1: Performance expectancy is positively related to employees’ behavioral
intentions toward using online professional development.
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o H2: Effort expectancy is positively related to employees’ behavioral intentions
toward using online professional development.
o H3: Social influence is positively related to employees’ behavioral intentions
toward using online professional development.
2. Does gender moderate the relationships between performance expectancy, effort
expectancy, social influence, and employees’ behavioral intention to use online
professional development?
o H1: Gender moderates the relationships between performance expectancy and
employees’ behavioral intentions to use online professional development.
o H2: Gender moderates the relationships between effort expectancy and
employees’ behavioral intentions to use online professional development.
o H3: Gender moderates the relationships between social influence and employees’
behavioral intentions to use online professional development.
These research questions were assessed using multiple linear regression analysis to
predict employees’ behavioral intention to use online professional development. This was
completed by examining the correlational significance between the independent variables
(performance expectancy, effort expectancy, and social influence) and the dependent variable
(behavioral intention). Also, gender was used as a moderator variable. Additional details
pertaining to analyses used to address these research questions are discussed in Chapter 3.

11
Significance of the Study

The current literature of online professional development has mainly focused on faculty
and teachers’ professional development, while the corporate workplace and employees’
behavioral intention to use online professional development have received little scholarly
attention. Therefore, this study contributes to the body of literature in general and to the
educational technology field in particular. For instance, this study contributes to the field of
educational technology by identifying factors that significantly predict employees’ behavioral
intention to adopt and use online professional development. These factors may help designers
and policymakers design online training that meets learners’ goals. Furthermore, the researcher
thinks that investigating employees’ behavioral intention to use education technology as a mode
of development might provide considerable understanding of the implementation of such online
professional development. Also, the aim of this study was to generalize its findings to a large
population, which may help other researchers in the field understand employees’ intentions
toward using online professional development in a broad sense and conduct further research in
the same area with a different angle. Moreover, this study may advance the field of educational
technology in Saudi Arabia and the Middle East because online professional development is still
in the developmental stage. According to the literature, this area has received little scholarly
interest. Also, the findings of this study may provide other sectors including health divisions,
policymakers, training institutions, and online training centers with online learning technology
that makes the content of professional development readily available for their employees.
Employees working in a university hospital might have their own concerns and intentions
regarding online training; therefore, this quantitative correlational research design utilized the
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attitudinal factors of the UTAUT model (performance expectancy, effort expectancy, and social
influence) to test how they relate to employees’ behavioral intentions to use online professional
development.

Definition of Terms

The following terms are defined for the purpose of this study:
Behavioral Intention: “the degree to which a person has formulated conscious plans to perform
or not perform some specified future behavior” (Warshaw & Davis, 1985, p.214).
Effort Expectancy (EE): “the degree of ease associated with the use of the system” (Venkatesh et
al., 2003, p. 450)
Facilitating Conditions: “the degree to which an individual believes that an organizational and
technical infrastructure exists to support the use of the system” (Venkatesh et al., 2003, p. 453).
KAAUH: King Abdullah Bin Abdul-Aziz University Hospital, which was the research site for
this study.
Professional Development: means “the sum total of formal and informal learning experiences
throughout one’s career” (Fullan & Stiegelbauer, 1991, p. 326).
Online Professional Development: refers to “delivering information and communication
between the trainer and the student” (Race, 2005, p. 9).
Performance Expectancy (PE): “the degree to which an individual believes that using the system
will help him or her to attain gains in job performance” (Venkatesh et al., 2003, p. 447).
Social Influence (SI): “the degree to which an individual perceived that important others believe
he or she should use the new system” (Venkatesh et al., 2003, p. 451).
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UTAUT: Unified Theory of Acceptance and Use of Technology. The purpose of the UTAUT
model is to explain users’ behavioral intention to use new technology (Venkatesh et al. 2003).

Assumptions

The researcher assumed that King Abdullah Bin Abdul-Aziz University Hospital
provides all of their employees (males and females) with the same technology such as computers
and access to the internet. It was also assumed that employees would understand how to use
technology and internet at work on a daily basis and that employees working at King Abdullah
Bin Abdul-Aziz University Hospital know about online professional development before
answering the survey.

Chapter Summary

This chapter first provides an introduction of online learning and the definition of online
professional development. Then, the background of the problem provided what is already known
about online professional development and its advantages in corporate workplaces. The UTAUT
model was discussed as the theoretical framework of this study, and factors related to the
acceptance of online professional development such as attitudes, perceptions, behavioral
intention, and gender were also discussed. This study has two purposes. First, it was set to
investigate how the attitudinal factors of the UTAUT model (performance expectancy, effort
expectancy, and social influence) predict employees’ behavioral intention to use online
professional development at King Abdullah Bin Abdul-Aziz University Hospital, Saudi Arabia.
Second, it investigated whether gender moderated the relationship between the UTAUT
constructs and behavioral intention to use online professional development. Finally, this chapter
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addressed the problem statement, the purpose of the study, research questions, significance of the
study, the definition of terms, and study assumptions.

CHAPTER 2
REVIEW OF THE LITERATURE

This chapter presents peer-reviewed empirical studies that support the topic of this study.
Since the literature revealed a paucity of research about employees’ behavioral intention to use
online professional development in the Saudi Arabian context, the literature included studies
undertaken within and near the Middle East, Europe, Asia, and the United States of America.
The themes that emerged in this literature are the history of professional development; the need
for online professional development; factors related to online professional development;
performance expectancy, effort expectancy, and social influence with the behavioral intention;
gender as a moderator variable; and the development of UTAUT theory.

History of Professional Development

The field of corporate workplace professional development can be traced to the late
1970s when it was separated from academic professional development (Resnick, 1987; Revans,
1982). Professional development is used by many organizations to advance individuals such as
teachers, employees, or health professionals through improving their professional competency
regarding a variety of topics related to their professional practice. Professional development was
introduced at a time when most businesses were starting to require their employees to receive
training
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to ensure up-to-date knowledge of new technology and skills (London, 1995). Gradually, these
corporate workplaces noticed that because professional development is important, it can be
utilized for developing employees’ professional development. Maxwell, Field, and Clifford
(2006) contend that professional development positively impacted learners’ outcomes because it
contributes significantly to improving skills and knowledge. According to London (1995),
professional development helps employees stay up to date with any new information concerning
workplace tasks for achieving the vision and mission of their organizations. Also, professional
development is used to enhance career growth and to make employees feel well prepared to
accomplish many tough tasks. Professional development means “the sum total of formal and
informal learning experiences throughout one’s career” (Fullan & Stiegelbauer, 1991, p. 326).
Therefore, professional development programs have evolved into many different forms that have
been used successfully in the past four decades, including case studies, coaching, consultation,
communities of practice, and mentoring (Buysse, Rous, & Winton, 2008).
According to Buysse et al. (2008), “Professional development opportunities can range
from a single workshop to a semester-long academic course” (p. 2). The provisions of these
workshops and course activities are diverse in terms of delivery modes, methodologies,
materials, and the format and technology of the learning environment. In particular, course
activities are designed to improve and support individuals’ skills and knowledge about areas
related to their careers. The overall goal of professional development or on the job-training is to
help individuals acquire the desired knowledge, skills, and confidence to meet their workplace
purposes (Shaha & Ellsworth, 2013).
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Need for Online Professional Development in Corporate Workplaces

As technology has advanced and influenced the economy and growth of all business and
industry sectors, a need has developed for online learning to be incorporated into training
programs in the corporate workplace environments. For instance, Karaaslan (2013), who was
interested in minimizing the costs and expenses of employees’ training, suggested that online
learning is a flexible tool for on-the-job training in terms of place and time. Karaaslan examined
how the implementation of an online learning tool might impact bank employees’ professional
development in Turkey. The author used a quota sampling technique to select a large number of
participants (bank employees in Turkey) to participate in the study and hopefully this sample
would be representative of the target population. The author used an online survey to collect the
data about the function of online learning to increase bank employees’ professional development.
Out of the approximately 1,000 emails and invitations sent to complete the online survey, only
100 bank employees participated in the study. The collected sample information consisted of
both male (54%), and female (46%). The online survey included demographic and professional
variables. The independent variables were gender, age, employees’ education, occupation,
departments, and senior status of employees. The author also mentioned that the dependent
variables included the participants’ attitudes and achievement of performance. The findings
showed that 75% of bank employees who participated in the study were aware that online
professional development was vital for improving their job competencies. In addition, the study
indicated the more time spent on using the electronic professional development for training
purposes, the higher the satisfaction rate among the employees. Employees mentioned that online
professional development is a flexible learning method that works perfectly around their work
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schedule. The findings also revealed that employees were aware that online learning could
improve their performance and job satisfaction because of the flexibility and accessibility of
learning materials. Supporting this, a study conducted by Strother (2002) mentioned the benefits
of eLearning for both corporate organizations and employees. For the cost-effectiveness, the
author revealed that many corporate organizations such as IBM and Rockwell Collins have saved
a significant sum of money from transferring their traditional training to being offered online.
From the employees’ perspective, online training was very useful to them because of the features
that online learning offers, such as availability, time and place restrictions, and convenience of
the learning. Not only that, online training was also viewed by trainers and instructors to be a
convenient learning method where pupils learn the same, if not better, than the face to face
learning method. Therefore, the findings of these previous research studies support using online
learning in the corporate workplaces.
On another level, a number of research studies have shown that online professional
development is needed because of the great impact it has on improving employees’ professional
performance in many different corporate workplaces (Hur & Im, 2013; Kijsanayotinet al., 2009;
Yoo & Han, 2013). For instance, a study by Hur and Im (2013) found that online learning has the
potential to improve corporate employees’ professional development. As a research gap, Hur and
Im mentioned that there was little information about the effectiveness of online learning on
employees’ ability to productively use it. The authors used a quantitative method to collect their
data, and out of the 1,000 employees enrolled in online training, 161 individuals participated in
the survey. Hur and Im developed a questionnaire with 16 items using previous literature about
empowerment theories to investigate whether any variables were more significant in predicting
employees’ awareness, self-determination, and enablement. The background of the study, which
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consisted of the employees’ objectives, such as job status improvement, career elevation, and
official promotion, indicated that Hur and Im used preference of online learning as an
independent variable. The results of the study showed that online learning has the potential to
develop government employees’ awareness and participation in online professional development
courses. The study also revealed that to empower government employees, there must be an
overall intention to lead individuals into powerful online training. Hur and Im warned that due to
the small targeted sample, their study could not be generalized to other organizations. Therefore,
further research should be conducted in other regions to investigate the same issue.
Employees exposed to online learning plans are the main focus of scholarly literature
findings, which recommend future studies about whether online learning is necessary to improve
self-determination, developmental abilities, and availability for corporate workplace programs.
For instance, Yoo and Han (2013) investigated the need for online training in the workplace to
meet the rapidly growing population of employees. Online professional development for
employees can be improved through looking at the extent to which employees may benefit from
online training. Yoo and Han looked at the fact that until recently, all research focused on
academic workplace rather than corporate workplace development. They pointed out that online
professional development in Korea was deficient due to limited technology adoption in areas
such as training workplace employees within corporate organizations. The study targeted an
employee population of 261 South Korean food service employees. Yoo and Han used an online
survey distributed through Human Development Resource (HDR) Directors to collect their data.
The sample included 64.4% females and 28.0% males, while 7.6% of the respondents preferred
not to mention their gender. For the purpose of data collection, Yoo and Han used a 7-point
Likert scale survey in which they developed the items by modifying a previously used
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instrument. Their survey included selected constructs from the Unified Theory of Acceptance
and Use of Technology model: performance expectancy, effort expectancy, social influence,
facilitating conditions, and the intention to use online learning plus two other items (attitude and
anxiety) added by the authors. The results and analyses of the study showed a strong positive
relationship between performance expectancy and attitudes toward using online professional
development, which indirectly affected the employees’ intention to accept training through
technology. Consistent with previous research, this study indicated that the variable facilitating
conditions do not have an impact on employees’ attitudes and intention unless the employee has
experience with technology through actual use. Yoo and Han mentioned that because responding
to the questionnaire was voluntary, the respondents of their study might not be representative of
all employees of food services, a limitation to the study. Therefore, the authors recommended
further studies to investigate the same research problem with a larger sample size in different
settings. In conclusion, the results of this study showed that the attitudes of the employees
toward online professional development could be predicted by performance expectancy, effort
expectancy, anxiety, and social influence variables. Due to the lack of scholarly research in
online professional development in corporate organizations in areas such as training employees
and limited technology adoption in these workplaces, further research needs to be conducted to
examine and understand the behavioral intention in using online professional development in
corporate workplaces (Hur & Im, 2013; Yoo & Huang, 2016; Yoo & Han, 2013).
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Research on Factors Related to Online Professional Development Use

Research studies have stressed the importance of factors related to employees’
participation and use of online professional development. One of the many models used to
measure employees’ acceptance and use of new technology is the UTAUT model (Kijsanayotin
et al., 2009; Yoo & Huang, 2016; Yoo & Han, 2013). Moreover, focusing on online professional
development in corporate contexts involved an emphasis on the significance of employees’
behavioral intention as a determining factor for successful acceptance and use of new
technologies (Hur & Im, 2013; Yoo & Huang, 2016). Behavioral intention regarding using
online professional development has been found as the most influential factor in employees’
technology acceptance and use (Kijsanayotin et al., 2009; Yoo & Han, 2013). For instance, Yoo
and Han (2013) mentioned that online learning acceptance correlates strongly with employees’
behavioral intention. Overall intention to lead individuals into powerful online training is
necessary for corporate employees to use online learning (Hur & Im, 2013). Factors that play a
significant role in predicting individuals’ behavioral intentions regarding using online
professional development are performance expectancy, effort expectancy, and social influence,
which have been demonstrated by many researchers (Kijsanayotin et al., 2009; Yoo & Han,
2013). It was also mentioned by Yoo and Huang (2016) that it is important to investigate
employees’ behavioral intention to use new technology before its implementation, noting that no
matter how well-designed an online course is, it will not be useful to the employees unless they
show acceptance toward using that online course. Yoo and Huang examined employees’
intention to use online learning as a technology tool to improve professional performance in
three different workplace environments. For their methodology, Yoo and Huang used
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convenience sampling because the employees were available and ready to be studied, and
collected the data by means of an electronic survey. They pointed out that the collection of data
from the three corporate workplaces included participants who were already taking online
courses to improve their professional development. The constructs of performance expectancy,
effort expectancy, social influence, facilitating conditions, and behavioral intention were used as
variables in this study. In addition to the UTAUT model, Yoo and Huang employed another
instrument called the Learning Organization Questionnaire that measured the extent to which
empowerment and creating learning opportunities affects an organization. The findings showed
that the employees’ use of online learning positively impacted corporate learning development.
Similarly, the acceptance of online learning among employees positively increased the
development of the companies into learning organizations. Yoo and Huang found that to promote
or develop learning organizations, employees first choice of a training tool should be online
learning. Yoo and Huang mentioned that the acceptance of technology in the workplace for
learning is vital for developing learning plans that can improve employees’ professional
performance in many different areas. In terms of limitations, Yoo and Huang contended that
future studies are needed to obtain qualitative findings to add in-depth details about the issue.
They also recommended further studies to be conducted in other regions and cultures.
Acceptance and use of technology in the corporate workplace for learning is vital because
without users’ acceptance, online learning has been found to be useless. Therefore, in light of the
literature, performance expectancy, effort expectancy, and social influence are discussed below
individually to review their relationships with behavioral intention in the use of new technology.
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Performance Expectancy and its Relation to Behavioral Intention
Performance expectancy refers to “the degree to which an individual believes that using
the system will help him or her to attain gains in job performance” (Venkatesh et al., 2003, p.
447). Research studies conducted by Alrawashdeh, Muhairat, and Alqatawanah (2012),
AbuShanab and Pearson (2007), Mohammadyari and Singh (2015), and Tarhini, El-Masri, Ali,
and Serrano (2015) concluded that performance expectancy was the strongest significant
predictor of individuals’ behavioral intention to use new technology. These research studies also
suggested that performance expectancy had a positive relationship with behavioral intention. For
instance, Alrawashdeh et al. (2012) conducted a study to measure employees’ behavioral
intention to use web-based learning in Jordan using an extended UTAUT model. They identified
their research gap was that little was known about employees’ behavioral intention to use webbased learning. Therefore, their study aimed at investigating the UTAUT constructs with
additional factors to test employees’ behavioral intention to use web-based training. Their
findings showed that performance expectancy was a significant predictor of employees’
behavioral intention to use web-based training. Moreover, Mohammadyari and Singh (2015)
conducted a study to investigate employees’ behavioral intention to use online learning to
increase their professional development skills and job competencies. The researchers used the
UTAUT model as their theoretical framework. In addition to the UTAUT model, they
incorporated digital literacy to test its impact on the performance expectancy. They used an
online self-administered survey and sent it to employees working in the accounting profession in
New Zealand. Their results showed that only performance expectancy was a statistically
significant predictor of employees’ behavioral intention to use online professional development
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with a positive relationship. Also, Tarhini et al. (2015) found that performance expectancy had a
statistically significant relationship with users’ behavioral intention to use online banking. This
relationship between performance expectancy and behavioral intention was strong and positive.
Furthermore, Yoo and Han (2013) reported a strong relationship between performance
expectancy and attitudes toward using online professional development, which was indirectly
related to employees’ intention to use online training. The authors also mentioned that
performance expectancy is considered a statistically significant predictor of employees’ intention
to use online training. These findings were supported by Tarhini, El-Masri, Ali, and Serrano
(2015, Yoo and Han (2013), Yoo and Huang (2016), and AlAwadhi and Morris (2008).
Therefore, it was important to include performance expectancy as a predictor in the current study
because Ahmed (2010) suggested that online learning would be more beneficial to individuals if
it was designed to fit their individualized needs of learning.

Effort Expectancy and its Relation to Behavioral Intention
Effort expectancy refers to “the degree of ease associated with the use of the system”
(Venkatesh et al., 2003, p. 450). The main goal of this construct is to investigate how easy the
system is to use and operate by individuals. Numerous research studies investigated the
relationship between effort expectancy and behavioral intention and found it to be a significant
predictor with a positive relationship (AlAwadhi & Morris, 2008; Kijsanayotin et al., 2009; Yoo
& Han, 2013; Yoo and Huang, 2016). For instance, Kijsanayotin et al. (2009) collected data
concerning the use of an electronic health system in Thailand. They examined its adoption
among employees who were working in different positions in health-related fields. The
researchers investigated factors related to the employees within the organization that might affect
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the acceptance and use of technology. They focused on the determinants that would affect
employees’ behavioral intention to use new technology. For their data collection, the authors
used an online survey that included the UTAUT model constructs. The survey included items
about performance expectancy, effort expectancy, social influence, facilitating conditions, and
voluntariness to investigate employees’ behavioral intention to use new technology. Participants
in their study were randomly selected from different regions in Thailand who work in the
healthcare sector. The authors used different statistical tests to answer their research questions,
including multiple regression and logistic regression. The results of their analyses showed that all
UTAUT constructs significantly predicted employees’ behavioral intention to use the electronic
health system. The authors mentioned that among these predictors, performance expectancy was
an important predictor of employees’ behavioral intention. This means that if the electronic
health system is useful, then participants are more likely to use it. Furthermore, a study
conducted by Gupta, Dasgupta, and Gupta (2008) utilized a quantitative research design to
investigate employees’ behavioral intention to use the internet. Their sample size consisted of
102 out of 110 employees working in a government organization in India. For the data
collection, the researchers used a written survey questionnaire. The researchers used multiple
linear regression as their statistical analysis to examine the relationship between performance
expectancy, effort expectancy, social influence, and employees’ behavioral intention to use the
internet. Their findings showed that all factors significantly predicted employees’ behavioral
intention to use the internet. Effort expectancy was one of the most significant predictors of the
behavioral intention. So, according to these research studies, effort expectancy has a strong
relationship with individuals’ behavioral intention to use new educational technology. On the
other hand, some research studies contradicted previous research studies and found effort
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expectancy as a statistically insignificant predictor of the behavioral intention (Khechine, Lakhal,
Pascot, & Bytha, 2014; Mohammadyari & Singh, 2015; Tarhini et al., 2015). For instance, a
study conducted by Mohammadyari and Singh (2015) found that effort expectancy did not have
statistical significance on employees’ behavioral intention to use online learning. This finding
was also supported by Tarhini et al. (2015), who investigated users’ behavioral intention to use
online banking in Lebanon using the constructs of the UTAUT model as the predictors. Their
findings found that effort expectancy was a statistically insignificant predictor of the behavioral
intention to use online banking. Therefore, it was important to include effort expectancy as a
predictor to investigate its relationship with the behavioral intention to use online professional
development in the current study.

Social Influence and Employees’ Behavioral Intention
Social influence refers to “the degree to which an individual perceived that important
others believe he or she should use the new system” (Venkatesh et al., 2003, p. 451). Essentially,
this definition explains how other people (family, friends, classmates, or coworkers) might
influence one’s decision to use new information technology. This predictor is dependent on the
social interaction with others, so it might be different from one setting to another or between
cultures. Many research studies have investigated the relationship between social influence and
behavioral intention to use new information technology (see Alrawashdehet al., 2012; Dečman,
2015; Gupta et al., 2008; Kijsanayotin et al., 2009; Wang, 2016; Yoo, Huang, & Kwon, 2015).
These studies found that social influence was a significant predictor of behavioral intention. For
instance, Wang (2016) conducted a study to investigate how performance expectancy, effort
expectancy, and social influence predict the behavioral intention of employees working in the
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public sector in Taiwan to use online learning. Wang surveyed 247 employees using an
electronic survey. The findings showed that among all of these predictors, social influence was a
statistically significant predictor that positively predicted employees’ behavioral intention to use
online learning. Another study conducted by Dečman (2015) investigated learners’ behavioral
intention to use technology in a higher educational context. The findings showed that social
influence was a statistically significant predictor of behavioral intention to use technology. On
the other hand, a research study conducted by Mohammadyari and Singh (2015) showed that
social influence had no statistical significance on behavioral intention to use new technology.
Therefore, social influence was included in the current study to test its relationship with
behavioral intention to use online professional development.

Gender as a Moderator Variable

Numerous studies have included gender as a moderating variable to investigate its
relationship between performance expectancy, effort expectancy, social influence, and
behavioral intention (AlAwadhi & Morris, 2008; Al-Gahtani et al., 2007; Ching & Hung, 2011;
Dečman, 2015; Gupta et al., 2008; Karaaslan, 2013; Khechine, el at., 2014; Venkatesh et al.,
2003; Wang, 2016; Wang & Shih, 2009), considering it as an important moderator in predicting
individuals’ behavioral intention to use new educational or informational technology. For
example, Karaaslan examined the correlation between gender and satisfaction of online
professional development. Although he found a significant relationship between males and
females in online professional development, a large number from both genders showed they were
dissatisfied with online training courses provided. This dissatisfaction might have been because
of the poor design of the online learning. Karaaslan found that 32.5 % of male employees had a
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higher rate of using online learning than female employees. Male employees showed higher
computer skills, which made online learning easier for them. Also, 27.8% of female employees
indicated that online learning saved a lot of time and diminished distance boundaries. The
findings showed that there were significant differences between males and females regarding
their use of and satisfaction with online professional development programs. The results showed
that male employees tended to use online learning more than female employees because the male
employees had higher technological skills. The findings Karaaslan (2013) presented were
correlated with Ching and Hung’s (2011) regarding the importance of including gender as a
factor to measure employees’ behavioral intention to use new technology. Moreover, the
founders of the UTAUT model (Venkatesh et al., 2003) hypothesized that gender would have a
moderation effect on the relationship between performance expectancy, effort expectancy, social
influence, and behavioral intention to use the system. The findings of their study showed that
there were different moderating effects of males and females on the relationship between
performance expectancy, effort expectancy, social influence, and behavioral intention. Also, a
study conducted by Wang and Shih (2009) investigated how gender moderated the relationship
between performance expectancy, effort expectancy, social influence, and behavioral intention to
use the information booth. Their study used a quantitative research design and collected data
from 244 participants in Taiwan based on a convenience sampling method. Their findings
showed that gender did not have an effect on the relationship between performance expectancy,
social influence, and behavioral intention to use the information booth, but it did not show an
effect for the effort expectancy, which showed a moderating effect with the behavioral intention.
On the other hand, a number of research studies (e.g., AlAwadhi & Morris, 2008; AlGahtani et al., 2007; Dečman, 2015; Gupta et al., 2008; Khechine, el at., 2014; Wang, 2016)
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reported that gender as a moderating variable between performance expectancy, effort
expectancy, social influence, and behavioral intention had no moderating effect. For instance,
Khechine et al. (2014) conducted a study to investigate whether the use of a webinar in an online
learning environment could be moderated by gender. Khechine et al. utilized the UTAUT theory
to guide their study. Data was collected from 114 participants using a 7-point Likert scale survey
distributed online. The findings showed that gender did not have an effect on the relationship
between performance expectancy, effort expectancy, social influence, and behavioral intention to
use a webinar in an online learning environment among students. Furthermore, a study
conducted by Wang (2016) investigated the constructs of the UTAUT model to determine
employees’ behavioral intention to use online learning in the public sector in Taiwan with gender
being a moderating variable between performance expectancy, effort expectancy, social
influence, and behavioral intention to use online learning. The findings showed that gender had
no moderating effect on the relationship between performance expectancy, effort expectancy,
social influence, and behavioral intention to use online learning. Another study conducted in
Saudi Arabia by Al-Gahtani et al. (2007) investigated gender moderation on the relationship
between performance expectancy, effort expectancy, subjective norm, and behavioral intention
to use a computer. Al-Gahtani et al.’s results showed that no moderation effect was found in the
relationship between the three predictors and the behavioral intention to use computers by
employees. These findings were consistent with a study conducted by AlAwadhi and Morris
(2008), which investigated gender moderation on the relationship between performance
expectancy, effort expectancy, peer influence, and behavioral intention to use e-government
services and found no moderation effect on the relationship between the independent variables
and dependent variable. Therefore, gender was included in the current study to investigate the

30
relationship between performance expectancy, effort expectancy, social influence, and
behavioral intention to use online professional development.

History of the Unified Theory of Acceptance and Use of Technology Model

Unified Theory of Acceptance and Use of Technology (UTAUT) is a technology
acceptance model that was founded by Venkatesh, Morris, Davis, and Davis (2003) (see Figure
1). The main goal of the UTAUT model is to explain individuals’ behavioral intention toward
new technology (Min el at. 2008; Yoo & Han 2013). Numerous research studies conducted by
Kijsanayotin et al. (2009), Yoo and Han (2013), and Yoo and Huang (2016) utilized the UTAUT
as the theoretical framework to explain users’ behavioral intention toward using new educational
or informational technology. These studies provided evidence that the UTAUT model is a valid
research framework for investigating the behavioral intention of individuals regarding the
adoption and use of new information technology. The following paragraphs explain why
technology acceptance theories are needed and give historical information about the UTAUT
model and how it was developed. Also, definitions of the UTAUT constructs are provided.
Technology acceptance theories help researchers understand the behavior of individuals
to determine their acceptance level of new technology (Bauer et al., 2005). Such behavior is
studied based on psychological models that have been used to apprehend users’ behavior to
adopt new technology (Bagozzi, 2007). Prior to implementing any new technology, recognizing
factors that might positively or negatively impact the implementation of technologies is
necessary. One of these factors is the behavioral intention of users regarding the technology
before they use it (Min, Ji, & Qu, 2008).
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Figure 1: UTAUT model. (Venkatesh et al., 2003).

According to Venkatesh et al. (2003), their study evaluated the existing information about
technology acceptance theories with relation to users and organizational acceptance of a new
technology. Eight theories were discussed in their study that contributed to understanding factors
that influence users’ acceptance and/or use of instructional technologies through capturing their
attitudes, perceptions, and usage behavior when considering, undergoing, and completing new
technology adoption.
The Theory of Reasoned Action, the Technology Acceptance Model, the Theory of
Planned Behavior, the Motivation Model, a model combining the Technology of Acceptance
Model and the Theory of Planned Behavior, the Model of PC utilization, the Innovation
Diffusion Theory, and the Social Cognitive Theory have underpinned many research studies.
Venkatesh et al. (2003) reviewed all eight theories to look at the similarities and differences
among their constructs with relation to individuals’ acceptance and use of new technology in
terms of why and how end-users adopt innovation. Although all eight theories were considered
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to be good for measuring the technology acceptance among users, Venkatesh et al. intended to
frame a unified theory that could eventually contribute to measuring users’ behavioral intention
and actual use of new technology. They pointed out that measuring the behavioral intention of
users would help organizations determine in advance the factors that might positively or
negatively impact the overall acceptance of information technology.
The outcome of Venkatesh et al.’s (2003) study resulted in producing a new model called
the Unified Theory of Acceptance and Use of Technology (UTAUT). The UTAUT has four
main constructs: performance expectancy, effort expectancy, social influence, and facilitating
conditions for determining users’ behavioral intentions and use behavior regarding new
information technologies (see Table 1). According to Venkatesh et al., there are three factors in
the UTAUT model that determine the intention to use technology: performance expectancy,
effort expectancy, and social influence, whereas, intention and facilitating conditions are direct
factors of usage behavior. The UTAUT model also hypothesizes that the outcome of
performance expectancy, effort expectancy, social influence, and facilitating conditions are
moderated by age, gender, experience, and voluntariness of use. Venkatesh et al. also stressed
that these four constructs of the UTAUT model are significant factors when measuring the
acceptance and usage behavior of new technologies. As mentioned by several researchers, this
model is likely very important for decision makers to use as a tool to gauge the introduction of
new technology and understand the determinants that might influence users’ acceptance and use
of new technology.

Table 1
Construct Descriptions
Construct

Definition

Intended measurement

Performance
Expectancy

“The degree to which an individual believes that
using the system will help him or her to attain gains
in job performance” (Venkatesh et al., 2003, p. 447)

This construct is intended to measure how an employee thinks that
using online professional development would increase their skills
and knowledge about workplace related tasks, such as improving
their professional development, getting more work done quickly,
and increasing the chances of getting job promotions. It represents
the same meaning of Perceived Usefulness stated in TAM model.

Effort
Expectancy

“The degree of ease associated with the use of the
system” (Venkatesh et al., 2003, p. 450)

The effort expectancy will be used to understand how an individual
can use the new technology. It represents the same meaning of Ease
of Use stated in TAM model. It indicates the extent to which an
employee thinks that online professional development is easy and
flexible to use.

Social
Influence

“The degree to which an individual perceived that
important others believe he or she should use the
new system” (Venkatesh et al., 2003, p. 451).

The social influence construct will give information about how
employees think that their colleagues or directors will support and
encourage the use of online professional development. It represents
the same meaning of the Subjective Norm stated in TPB model.

Facilitating
Conditions

“The degree to which an individual believes that an
organizational and technical infrastructure exists to
support the use of the system” (Venkatesh et al.,
2003, p. 453).

The facilitating conditions will indicate users’ information about
online professional development and resources needed to use online
professional development. It asks employees about the hardware,
software, IT support, and the knowledge required to operate and use
online professional development. This proposed study may not
include this construct because online professional development has
not yet been implemented because this construct refers directly to
the use behavior. This study focused on the intention of employees
toward using online professional development rather than their
actual use.
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There are a number of studies that have used the UTAUT model to measure users’
behavioral intention and actual usage of new technologies. These studies indicated that the
UTAUT model predicts up to 70% of variance in the behavioral intention to using new
technology (Hur & Im 2013; Venkatesh et al., 2003; Williams et al., 2009; Yoo & Han 2013).
For instance, Kijsanayotin et al. (2009) mentioned that the factors predicting employees’
behavioral intention consist of performance expectancy, effort expectancy, social influence,
facilitating conditions, and voluntariness and emphasized that performance expectancy is the
most important factor. The findings of their study revealed that the UTAUT model is a valid
research framework for investigating and exploring healthcare employees’ intentions toward
using new technology for training purposes. The UTAUT model was also validated locally and
globally by many researchers who used different sample sizes, work settings (Academic and
Corporate workplace), countries, and statistical analyses (AlAwadhi & Morris, 2008; Al-Gahtani
et al., 2007; Dečman, 2015; Gupta et al., 2008; Khechine et al., 2014; Kijsanayotin et al., 2009;
Wang, 2016; Yoo & Han, 2013). The original UTAUT internal consistency reliability values
were higher than .70, which indicates a high internal consistency as represented in Table 2
(Venkatesh et al., 2003).

Table 2
Original Internal Consistency Reliability (Alpha) Indices of UTAUT Model Constructs
Constructs
Performance Expectancy
Effort Expectancy
Social Influence
Behavioral Intention

Alpha
.91
.90
.94
.90
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Although some of these studies discussed employees’ behavioral intention to use online
learning in the corporate workplace, little is known about the Saudi Arabian corporate
workplaces. Synthesizing across all these reports showed how important it is to consider
measuring individuals’ behavioral intention to draw conclusions about their acceptance and use
of new technology before the implementation takes place. Therefore, the research questions and
hypotheses for this study were framed based on the literature discussed above (Hur & Im, 2013;
Karaaslan, 2013; Kijsanayotin et al., 2009; Yoo & Han, 2013; Yoo & Huang, 2016). These
studies found that corporate online professional development is experiencing limited technology
adoption and recommended more studies to be conducted in corporate workplace settings in
different cultures and regions with larger sample sizes. These reports showed a need to conduct
further research on employees’ behavioral intention regarding using online professional
development. Also, they showed how the UTAUT constructs contributed significantly to
explaining the overall variance of users. Additionally, these reports showed that performance
expectancy, effort expectancy, and social influence are considered the most significant factors in
predicting the overall behavioral intention of individuals to use online professional development.
Finally, the findings of numerous research studies that used the UTAUT model suggested that is
a valid research framework for investigating employees’ behavioral intentions when adopting
new technology for work or training purposes (Kijsanayotin et al., 2009; Yoo & Huang, 2016;
Yoo & Han, 2013).

Chapter Summary

In this chapter, information about the history of professional development, the need for
online professional development, factors influencing the implementation of online professional
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development, performance expectancy with the behavioral intention, effort expectancy with the
behavioral intention, social influence with the behavioral intention, and the development of
UTAUT theory were presented. It was mentioned that the field of corporate workplace
professional development could be traced to the late 1970s when it was separated from academic
professional development (Resnick, 1987; Revans, 1982). Professional development means,
“The sum total of formal and informal learning experiences throughout one’s career” (Fullan &
Stiegelbauer, 1991, p. 326), therefore, a need developed for online learning to be incorporated
into training programs in corporate workplace environments. Online learning is a flexible tool for
on-the-job training in terms of place and time (Karaaslan, 2013). According to Karaaslan (2013),
online learning can help minimize costs and time boundaries. Therefore, performance
expectancy, effort expectancy, and social influence moderated by gender were discussed in this
chapter to reveal their relationship with the behavioral intention. According to the research
studies mentioned, the UTAUT model is a valid research model for investigating individuals’
behavioral intention to use new technology. Finally, research studies found that corporate online
professional development is experiencing limited technology adoption and recommended more
studies to be conducted in corporate workplace settings. Based on this review, the research gap
and research questions of this study were formed. More about the research questions and data
collection process are discussed in Chapter 3.

CHAPTER 3
METHODOLOGY

Research Design

This quantitative correlational study had two purposes. First, this study examined how the
Unified Theory of Acceptance and Use of Technology (UTAUT) constructs (performance
expectancy, effort expectancy, and social influence) predict employees’ behavioral intention to
use online professional development in King Abdullah Bin Abdul-Aziz University Hospital
(KAAUH) in Saudi Arabia. Second, this study investigated whether gender moderated the
relationship between the UTAUT constructs and behavioral intention to use online professional
development. According to Creswell (2015), correlational design helps researchers to relate an
outcome or criterion from one or more measured predictors.

Variables

Behavioral intention to use online professional development was the outcome variable for
this study. The predictor variables of this study were the three main constructs of the UTAUT
model (performance expectancy, effort expectancy, social influence). Also, gender was used as a
moderating variable to assess whether gender moderates the relationship between performance
expectancy, effort expectancy, social influence, and employees’ behavioral intention to use
online professional development. Figure 2 below shows the research model of this study.
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Figure 2. Researcher-created model. (adapted from Venkatesh et al., 2003).
Note. IVs = independent variables, DV = dependent variable, MV = moderating variable.

Research Questions and Hypotheses

In light of the literature and the conceptual framework, this study used the following research
questions and hypotheses to investigate employees’ behavioral intention to use online
professional development.
•

To what extent do (performance expectancy, effort expectancy, and social influence)
predict employees’ behavioral intention to use online professional development?
o H1: Performance expectancy is positively related to employees’ behavioral
intentions toward using online professional development.
o H2: Effort expectancy is positively related to employees’ behavioral intentions
toward using online professional development.
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o H3: Social influence is positively related to employees’ behavioral intentions
toward using online professional development.
•

Does gender moderate the relationships between performance expectancy, effort
expectancy, social influence, and employee’s behavioral intention to use online
professional development?
o H1: Gender moderates the relationships between performance expectancy and
employees’ behavioral intentions to use online professional development.
o H2: Gender moderates the relationships between effort expectancy and
employees’ behavioral intentions to use online professional development.
o H3: Gender moderates the relationships between social influence and employees’
behavioral intentions to use online professional development.

Participants

The target population of this study consisted of all corporate workplace employees within
Saudi Arabia. Because random sampling from the population was not feasible, this research used
convenience sampling, which means that the “researcher selects individuals because they are
available, convenient, and represent some characteristic the investigator seeks to study”
(Creswell, 2015, p. 145). Participants in this study consisted of both male and female employees
across all departments of King Abdullah Bin Abdul-Aziz University Hospital. Convenience
sampling was used because the participants at King Abdullah Bin Abdul-Aziz University
Hospital were willing and available to be studied. To carry out a multiple linear regression
analysis using a = .05, and assuming a moderate effect size, 85 participants were required for
80% power (see Appendix A). The participants’ responses were collected via an online survey
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that was sent to more than 700 employees. A total of N= 219 participants participated in the
online survey, while 58.1% of the participants identified themselves as female and 41.9%
participants reported themselves as male.

Context of the Study

This study was conducted at King Abdullah Bin Abdul-Aziz University Hospital, which
is located in the capital city of Saudi Arabia, Riyadh. King Abdullah Bin Abdul-Aziz University
Hospital is a healthcare institution that was established in 2014 on the campus of Princess
Nourah bint Abdulrahman University (a Women’s University). Princess Nourah bint
Abdulrahman University has more than 50,000 female students and 12,000 faculty members
(Princess Nourah bint Abdulrahman University, n.d.). It is considered the largest women’s
university in the world (Princess Nourah bint Abdulrahman University, n.d.).
King Abdullah Bin Abdul-Aziz University Hospital is a distinguished healthcare provider
that is well-recognized in the Middle East. It provides tertiary and primary care for faculty
members, employees, and patients located in Riyadh Province. It also provides healthcare for
employees and faculty members who work at both Princess Nourah bint Abdulrahman
University and King Abdullah Bin Abdul-Aziz University Hospital. Their vision is to be the
leading national and regional university hospital specializing in women’s health, youth health,
and child growth and development. King Abdullah Bin Abdul-Aziz University Hospital has a
300-bed capacity, with more than 700 employees employed nationally and internationally in a
variety of medical and administrative positions.
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Instrumentation

This study used a survey as the research instrument to collect data from employees
working at King Abdullah Bin Abdul-Aziz University Hospital (see Appendix B). As noted by
Creswell (2015), a survey helps researchers to collect information about a sample or target
population of people to define their attitudes, views, characteristics, or behaviors toward a
research phenomenon. This study employed a survey with 15 items adapted from Venkatesh et
al. (2003). The original UTAUT survey used a seven Likert response options per item, ranging
from Strongly Disagree to Strongly Agree. The current study used five categories of Likert
response options because many research studies have indicated that five options provide more
robust and accurate measurement (Carlsson, Carlsson, Hyvonen, Puhakainen, & Walden, 2006;
Revilla, Saris, & Krosnick, 2014; Saleh & Ryan, 1991). Furthermore, five-category Likert
response options results in items that are clearer and less confusing for participants than items
with a larger number of response options, which results in increasing the response rate
(Bouranta, Chitiris, & Paravantis, 2009). Moreover, numerous research studies have used a fivecategory Likert items to assess constructs in the UTAUT model (Aditya & Permadi, 2018;
Kohnke, Cole, Bush, 2015); therefore, the data collected for this study were collected using fivecategory Likert items varying from 1 = Strongly Disagree to 5 = Strongly Agree.
Furthermore, this study included the four constructs of the UTAUT model, which are
performance expectancy, effort expectancy, and social influence as the predictor variables and
behavioral intention as the outcome variable. Also, gender as the moderator variable was
included in this study. According to Venkatesh et al. (2003), performance expectancy refers to
the degree to which a person thinks that the new information technology can help them improve
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their job performance. In the context of this study, performance expectancy was examined to see
the degree to which employees working at King Abdullah Bin Abdul-Aziz University Hospital
thought that online professional development would improve their job performance and
competencies. Venkatesh et al. (2003) defined effort expectancy as how difficult the system is to
use. In the current study, effort expectancy was investigated to see how employees perceived the
ease of use of online professional development. Venkatesh et al. (2003) defined social influence
construct as how other people (i.e. co-workers or friends) might influence individuals’ decisions
to use new information technology. In the current study, social influence was examined to see
how employees were influenced by their co-workers and friends. Finally, the behavioral
intention construct refers to “the degree to which a person has formulated conscious plans to
perform or not perform some specified future behavior” (Warshaw & Davis, 1985, 214). In this
study, behavioral intention was the dependent variable and was set to see employees’ behavioral
intention to use online professional development based on the three predictors (performance
expectancy, effort expectancy, social influence).
Because King Abdullah Bin Abdul-Aziz University Hospital provides its employees with
the necessary tools such as desktops, laptops, and access to the internet, this study utilized an
electronic survey instead of a written survey. Online surveys are easily accessible to most
potential respondents (Alhabahba & Mahfoodh, 2016). The online survey consisted of two
sections: (1) demographic and professional characteristics (age, gender, highest educational level
attained, work experience, occupation, and experience with online learning) and (2) a 15 item
Likert scale, where each item asked participants to indicate their degree of agreement with a
particular statement pertaining to each subscale of performance expectancy, effort expectancy,
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social influence, and behavioral intention (see Table 3). The items associated with these four
constructs were coded from 1 = Strongly Disagree to 5 = Strongly Agree.

Table 3
Constructs of the Survey Scale Assessing the Constructs of the UTAUT Model
Construct

Purpose

Performance
Expectancy
This construct
indicated how an
employee thinks
that using online
professional
development
would increase
their skills and
knowledge about
workplace
related tasks.
Effort
Expectancy

This construct
indicated the extent
to which an
employee thinks
that online
professional
development is
easy and flexible to
use.
(Table continued on next page)

Items

I would find online
professional development
useful in my job.
Using online professional
development enables me
to accomplish tasks more
quickly.
Using online professional
development increases my
productivity.
If I use online professional
development, I will
increase my chances of
getting a raise.
My interaction with online
professional development
would be clear and
understandable.
It would be easy for me to
become skillful at using
online professional
development.
I would find online
professional development
easy to use.
Learning to operate online
professional development
is easy for me.

Type of Item

5-category
Likert response
options
Strongly agree
to Strongly
disagree

5-category
Likert response
options
Strongly agree
to Strongly
disagree

Number
of Items

4

4
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(Table cont. from previous page)
Purpose
Construct
Social
Influence

This construct gave
information about
how an employee
thinks that their
colleagues or
directors will
support and
encourage them to
use online
professional
development.

Behavioral
Intention
This construct gave
information about
employees’
behavioral intents
to use online
professional
development.

Items

People who influence my
behavior think that I
should use online
professional development.
People who are important
to me think that I should
use online professional
development.
The senior management of
this business has been
helpful in the use of online
professional development.
In general, the
organization has supported
the use of online
professional development
I intend to use online
professional development
in the future.
I predict I would use
online professional
development in the future.
I plan to use online
professional development
in the future.

Type of Item

Number
of Items

5-category
Likert response
options
Strongly agree
to Strongly
disagree

5-category
Likert response
options
Strongly agree
to Strongly
disagree

4

3

Many previous research studies have shown that the scores resulting from the survey
developed by Venkatesh et al. (2003) have been consistent and reliable. The reliability estimates
(Cronbach’s alpha) obtained for scores from each of the four constructs were higher than .70,
which indicates adequate reliability evidence across various studies using different participants
in different settings. Cronbach’s alpha provides researchers with evidence of how a set of items
within a construct relate to each other and how these items are closely related to each other in
groups (Bland & Altman, 1997; Taber, 2017; Tavakol & Dennick, 2011). Following the
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guidelines suggested by George and Mallery (2003) and Gliem and Gliem (2003), which indicate
that .70 or greater equals an acceptable reliability. Based on computed values of alpha in a pilot
survey for this study (see Chapter 4), some items were rephrased, and the Cronbach’s alpha
obtained from the current study’s data indicate a high level of internal consistency, with values
of Cronbach’s alpha exceeding .70 for each of the four subscales. Additional information about
the instrument reliability is discussed in Chapter 4.
Because some of the items were modified and tailored to answer the research questions of
this study, the adapted survey went through a content validity review using two experts in the
field to provide validity evidence for each of the four sub-scales (Reeves & Marbach-Ad, 2016).
The final version of the online survey included three to four items for each of the four constructs
mentioned above. The online survey was piloted with a group of 20 people who were not from
the accessible sample to ensure the content clarity.

Validity of Evidence of the UTAUT Adapted Instruments

It is crucial that researchers provide information about the stability and consistency of
their instrument scores. This process is called obtaining reliability evidence, as discussed above.
However, researchers also need to report validity evidence for the choice of instrument they are
planning to use to determine whether the scores from the instrument have been interpreted as
what they were intended to measure. Validity means “the degree to which all of the evidence
points to the intended interpretation of test scores for the proposed purpose” (Creswell, 2015, p.
145). Validity is a way to provide evidence about an instrument and to make sure that its
interpretation matches the purpose of what it is created for (Creswell, 2015). This section
discussed the validity evidence pertaining to the four constructs selected for this study based on
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prior research that has used the survey instrument created by Venkatesh (2003). Reliability and
validity are related to each other in the sense that, if the scores of an instrument are stable and
consistent, then there is evidence of validity, and vice versa (Creswell, 2015). According to
Venkatesh et al. (2003), data obtained from studies using the UTAUT model have been validated
across time and with different samples in different settings. Their findings showed that the scores
resulting from the UTAUT instrument measured what they intended to measure
(Bandyopadhyay& Fraccastoro, 2007; Habboush, Nassuora, & Hussein, 2011; Kijsanayotin,
Pannarunothai, & Speedie, 2009). Their results were consistent with many research studies such
as Yoo and Han’s (2013) and Yoo and Huang’s (2016). Kijsanayotin et al. (2009), Yoo and Han
(2013), Yoo and Huang (2016) found that employees’ behavioral intentions regarding online
learning can be predicted by performance expectancy, effort expectancy, and social influence. In
their studies, these factors were considered to be significant predictors of employees’ intentions
to use online professional development.
One of the issues that might affect the validity of scores from an instrument is the backtranslation. Because this study was conducted in Saudi Arabia, where the spoken language is
Arabic, the instrument content was translated from English to Arabic. To help ensure validity of
the data, a back-translation process was carefully implemented. First, the researcher translated
the survey items into Arabic. Then, the survey was sent to an Arabic-English translator to
translate the Arabic survey items back to English. After that, the researcher compared the new
translated Arabic to English version with the original English survey. It was determined that the
Arabic survey questionnaire was correct, and it validly reflected the intended constructs (see
Appendix C).
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Human Subjects Compliance

Before developing an online survey, the researcher obtained the necessary approvals.
First, the researcher applied to the Northern Illinois University Institutional Review Board (IRB)
for their permission to conduct research with humans (see Appendix D). The IRB form was
completed and submitted to the IRB office at Northern Illinois University. In that IRB form, the
researcher acknowledged that he understood his study might be new to some board members, so
for that reason, a detailed description and procedures of the study were provided in the form to
make it easier for the board members to understand all aspects of this research study. Also,
detailed information about the CITI training certificates and the research method courses taken
during this researcher’s Ph.D. coursework were provided in the IRB form. Along with the IRB
form, an informed consent was developed and in it, participants were notified that their
participation was voluntarily, their information would be kept confidential and in a secure place.
Also, participants were notified that their responses would be anonymous, which meant that they
were not required to mention their names or employment ID numbers. The researcher understood
the time needed for the IRB approval process, so a three-week window was given, and during
that time, the researcher received an expedited IRB approval to start and conduct this study. A
letter of the approved NIU-IRB with information about the current study was sent to King
Abdullah Bin Abdul-Aziz University Hospital where the online survey was administered and
received approval to conduct this research.
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Research Procedures and Data Collection

The online survey was created using Qualtrics®. Qualtrics® is a web application server
that allows researchers to make their survey available and accessible online. The online survey
was sent to a select group of people to share their feedback about the content clarity of the survey
items before sending it to the actual sample of this study.
After receiving approval from both parties (NIU-IRB and Chief Executive of the Training
Department at King Abdullah Bin Abdul-Aziz University Hospital), a link to the online survey
was sent to the Chief Executive of the Training Department of King Abdullah Bin Abdul-Aziz
University Hospital, who was asked to share it with all of the employees. On November 12,
2017, a letter of introduction was sent to the Chief Executive of the Training Department at King
Abdullah Bin Abdul-Aziz University Hospital that introduced the researcher, the purpose of the
study, the IRB approval, and contained an explanation of the procedures needed for a successful
data collection process to ensure reaching the minimum number of required participants.
Following this, on November 13, 2017, another email communication was sent to the
Chief Executive of the Training Department that contained information for participants to read
about this study (benefits and risks) with a hyperlink attached that led participants directly to the
online survey. Then, the Chief Executive of the Training Department was asked to distribute the
survey link to all employees who worked for King Abdullah Bin Abdul-Aziz University Hospital
through the email server. The hyperlink directed participants to a survey page requesting
informed consent, and before they proceeded, they were asked to read the informed consent
statement to acknowledge that they understood the ethical practice of this research, for instance,
they were aware that they were not compelled to participate, and they could withdraw at any
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time before or during the survey sections (see Appendix E). Also, in the informed consent
section, participants were provided with an ‘Agree’ button to indicate that they understood the
information and agreed to participate in the study, and then were directed to the survey items.
On November 20, 2017, the first email reminder was sent to the Chief Executive of the
Training Department to remind employees to participate in the study by sending a postmaster
email to all employees. The minimum sample size still had not been reached, so a second email
reminder was sent on November 27, 2017, to the Chief Executive of the Training Department
which asked her to send another reminder to increase the number of participants. There was a
weekly reminder sent to the Chief Executive of the Training Department to remind her to send an
email to all of the employees. The final email reminder was sent on December 26, 2017.
On January 15, 2018, a total of 219 participants had responded to the online survey. At
that time, the online survey was closed (see Appendix J). Thus, the data collection process took
two months to reach 219 participants in this study.

Analytical Approach

The Statistical Package for the Social Science (SPSS®) was used to analyze the data.
This study utilized two main statistical approaches: descriptive statistics and inferential statistics.
Descriptive statistics summarized information about the sample characteristics, such as age,
gender, level of education, nationality, experience with online learning, and the mean composite
scores of each sub-scale of the four UTAUT constructs. Although descriptive statistics alone
cannot be used to make inferences about population; they are useful to show the similarities and
differences presented about the specific sample. Therefore, the focus of descriptive statistics in
this study was to describe both axillary and the main variables using the central tendency (mean,
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median, and mode) and variability (standard deviation, variance, range) measurements. Also,
skewness and kurtosis for the UTAUT constructs were examined to see how symmetrical and
flat or peaked the data were.
Inferential statistics were applied to answer the research questions and draw conclusions
about the population from which the sample was obtained. The inferential analytic approach used
to answer the two main research questions in this study was multiple linear regression. In the
context of this study, multiple linear regression was sought to assess how performance
expectancy, effort expectancy, and social influence predict employees’ behavioral intention to
use online professional development as well as how gender moderates the relationship among
performance expectancy, effort expectancy, social influence, and employees’ behavioral
intention to use online professional development.
To answer the first question, composite subscale scores for each of the constructs of
UTAUT (performance expectancy, effort expectancy, social influence, and behavioral intention)
were computed. For the second research question, gender was dummy coded (0 = male and 1 =
female). To address moderation effects, the continuous variables were centered, and interaction
terms were created. Histograms and Q-Q plots of residuals were used to assess the normality
assumptions of the multiple regression analysis. Residual scatterplots were also used to examine
whether the variance of residuals was homoscedastic.

Chapter Summary

This study used a quantitative research method to collect and analyze data from the
participants. The primary purpose of this study was to examine how performance expectancy,
effort expectancy, and social influence predict employees’ behavioral intention to use online
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professional development. It also sought to investigate whether gender moderates the
relationship between performance expectancy, effort expectancy, social influence, and
employees’ behavioral intention.
The participants were from King Abdullah Bin Abdul-Aziz University Hospital in
Riyadh, Saudi Arabia. The research sample design was based on convenience sampling. This
study employed a survey with 15 items, adapted from Venkatesh et al. (2003; see Appendix F for
the permission to use email). The reliability estimates (Cronbach’s alpha) obtained for scores
from each of the four constructs were higher than 0.70, which indicates adequate reliability
evidence across various studies using different participants in different settings. The online
survey was created using Qualtrics®. The data collection process took two months to reach 219
participants from the more than 700 employees available.
This study used both descriptive statistics and inferential statistics. SPSS® software was
used for data analysis. Multiple linear regressions were used as the statistical analysis to answer
the two research questions in this study.

CHAPTER 4
RESEARCH RESULTS

This quantitative correlational study had two purposes. First, it was designed to examine
how the Unified Theory of Acceptance and Use of Technology (UTAUT) constructs
(performance expectancy, effort expectancy, and social influence) predict employees’ behavioral
intention to use online professional development in King Abdullah Bin Abdul-Aziz University
Hospital in Saudi Arabia. Second, it was also designed to investigate whether gender moderated
the relationship between the UTAUT constructs and behavioral intention to use online
professional development. This chapter presents the results and data analyses conducted on the
following research questions and hypotheses:
•

To what extent do (performance expectancy, effort expectancy, and social influence)
predict employees’ behavioral intention to use online professional development?
o H1: Performance expectancy is positively related to employees’ behavioral
intentions toward using online professional development.
o H2: Effort expectancy is positively related to employees’ behavioral
intentions toward using online professional development.
o H3: Social influence is positively related to employees’ behavioral intentions
toward using online professional development.

53
•

Does gender moderate the relationships between performance expectancy, effort
expectancy, social influence, and employee’s behavioral intention to use online
professional development?
o H1: Gender moderates the relationships between performance expectancy and
employees’ behavioral intentions to use online professional development.
o H2: Gender moderates the relationships between effort expectancy and
employees’ behavioral intentions to use online professional development.
o

H3: Gender moderates the relationships between social influence and
employees’ behavioral intentions to use online professional development.
Reliability Analysis

The obtained reliability estimates (Cronbach’s alpha) for data obtained from the original
survey items have been reported in prior studies as being higher than 0.70, which indicated
adequate reliability evidence for internal item consistency (Venkatesh et al., 2003). While some
of the items were modified and tailored to serve the research purpose, it was important to assess
the reliability of the scale constructs using the present data. According to Bland and Altman
(1997), Cronbach’s alpha provides researchers with evidence of how a set of items within a
construct relate to each other and how these items are closely related to provide evidence that a
scale shows internal consistency reliability. A generally-accepted criterion for reliability
evidence for internal items consistency entails values of alpha of 0.70 or higher (George &
Mallery, 2003; Gliem & Gliem, 2003).
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The computed values of alpha for data from the present study indicated a high level of
internal consistency, with values of Cronbach’s alpha exceeding 0.70 for each of the four
subscales, as represented in Table 4.

Table 4
Reliability Results for Each Subscale
Constructs
Performance Expectancy
Effort Expectancy
Social Influence
Behavioral Intention

Cronbach’s Alpha
.88
.87
.81
.96

Number of Items
4
4
4
3

Demographic Data

As a part of any research, presenting data that describes in detail participants’
characteristics in a research sample is vital, so other researchers can see the similarities and
differences presented about a sample to determine if generalizability is possible. Out of more
than 700 email invitations sent to employees working at King Abdullah Bin Abdul-Aziz
University Hospital (KAAUH), 219 male and female Saudi and non-Saudi citizens participated
in the online survey with a (31.2%) response rate. The online survey asked the questions about
the participants’ age, gender, nationality, level of education, occupation, years of experience,
experience with online professional development courses, and the four constructs of the UTAUT
model (performance expectancy, effort expectancy, social influence, and behavioral intention).
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Data Screening

Data were screened for missing values. It was evident that not all of the 219 participants
had fully completed the online survey. Sixty responses were removed from the data set due to the
following reasons: (1) participants agreed to participate and did not respond to any survey items,
(2) participants began the survey but only responded to the first section of the online survey
(responded only to demographic items), or (3) too many missing values were found. A total of
nine values, in three different cases, were imputed using hot-deck imputation because they were
determined to be missing completely at random (MCAR) based on the results of Little’s MCAR
test [χ2(95) = 95.735, p = .460]. Hot-deck imputation is a technique used to handle missing
values (Sullivan & Andridge, 2015). This technique suggests that, in a randomly-ordered set of
cases, missing values should be replaced with the values that are located above or below the cell
in a data set to-be-imputed (Andrige & Little, 2010; Sande, 1983). Usually, hot-deck imputation
is conducted after the missing data are determined to be missing completely at random (Little,
1988). These responses were only missing values for item number 11, which asked participants
about their behavioral intention to use online professional development.
After cleaning the data, valid and complete data for 159 participants were used in this
study. Based on the results of the analysis, presented in Chapter 3, this sample size was
determined to be sufficient enough to carry out multiple linear regression, which was utilized as
the primary research statistical analysis to answer the research questions in this study.
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Descriptive Statistics

Gender

A total of 159 males and females participated in the online survey. As shown in Table 5,
97 (61.0%) of the participants identified themselves as female and 62 (39.0%) reported
themselves as male. These descriptive statistics are quite interesting because, in most studies
conducted in Saudi Arabia, male participation is relatively higher than female participation due
to segregation in the workplace because of religious and cultural beliefs. This higher number of
female participants might have been due to the availability and accessibility of the online survey,
which makes it easy to solicit female participation in highly-segregated workplace environments.

Table 5
Gender Distribution
Categories

f

%

Male

62

39.0

Female

97

61.0

Total

159

100.0

Age

Age is a factor that varies from one workplace to another, so age was included as an
axillary variable in this study to give a sense of the sample’s age range. The question was stated
in the online survey as “what is your age?” and respondents were allowed to choose from five
age categories: 18-24, 25-30, 31-40, 41-50, and 51-60 years. As shown in Table 6, the age range
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that had the highest percentage of participants was 25-30 years, which accounted for 39.6% of
the total participants. Similarly, those between 31-40 years represented 39.0% of the total
participants. The third age category, 41-50 years accounted for 11.9% of the total participants.
The lowest age category of participation was 18-24 years (2.5%) and 51-60 years (6.9%).

Table 6
Age Distribution
Categories
18 -24 years
25 to 30 years
31 to 40 years
41 to 50 years
51 to 60 years
Total

f
4
63
62
19
11
159

%
2.5
39.6
39.0
11.9
6.9
100.0

Employees’ Nationality

King Abdullah Bin Abdul-Aziz University Hospital is a multicultural workplace
environment that has many international employees, particularly from the Philippines and other
countries around the world. Therefore, a question was added that asked participants to select
their home country from a categorized list to reveal what other nationalities were participating in
this study other than Saudis. These categories were listed as Saudi, Arab (non-Saudi citizens),
Filipinos, and Others. As shown in Table 7, the majority of the participants (54.7%) were Saudi
citizens. The second largest nationality group consisted of individuals from the Philippines
(28.9%). Only 11.3% of employees were from nationalities other than Saudi, Arabian, or the
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Filipinos. The category with the smallest number of participants (5.0%) was Arab (Non-Saudi
citizens).

Table 7
Nationality Distribution
Nationality
Saudi
Arab (Non-Saudi citizens)
Philippines
Other
Total

f
87
8
46
18
159

%
54.7
5.0
28.9
11.3
100.0

Employees’ Educational Level

Table 8 shows the educational level of the employees who participated in this study.
Eighty-seven (54.7%) participants had a bachelor’s degree as their highest educational level.
Also, 32 (20.1%) employees had a masters’ degree as their highest educational level, whereas, 21
(13.2%) of the employees had an associate’s degree as their highest educational level. Only 14
(8.8%) employees had earned a doctoral degree, and only 5 (3.1%) indicated high school as the
highest educational level attained.
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Table 8
Educational Level Distribution
Educational level
High School
Associate degree
Bachelor’s degree
Master’s degree
Doctoral degree
Total

f
5
21
87
32
14
159

%
3.1
13.2
54.7
20.1
8.8
100.0

Employees’ Occupations

Table 9 shows that the majority (28.3%) of the participants were working as nursing
employees. Administrative employees constituted 27.0% of the sample, while specialists
comprised 15.7% of participants.

Table 9
Occupational Distribution
Categories
Physician
Nurse
Specialist
Technician
Administrative
Total

f
16
45
25
17
43
159

%
10.1
28.3
15.7
10.7
27.0
100.0
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Employees’ Years of Experience

Participants were asked about their years of experience at their current position. As
shown in Table 10, 47.2% of participants had more than four years of experience at their current
position. Also, 40.3% of participants had one year to four years, 11.3% had six months or less
experience, and 1.3% had worked for six months or more years of experience.

Table 10
Years of Experience Distribution
Categories
6 months or less
6 months or more
1 year to 4 years
More than 4 years
Total

f
18
2
64
75
159

%
11.3
1.3
40.3
47.2
100.0

Employees’ Prior Experience with Online Professional Development

Table 11 shows the participants’ prior experience with online learning about their
profession. Sixty-three (39.6%) participants declared “very much” experience with online
learning about their profession, while 56 (35.2%) participants had “some” experience with online
learning about their profession. Only 28 (17.6%) participants had “very little” experience with
online learning, and 12 (7.5%) participants had “no” experience with online learning.
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Table 11
Experience with Online Professional Development Distribution
Categories
None
Very little
Some
Very much
Total

f
12
28
56
63
159

%
7.5
17.6
35.2
39.6
100.0

UTAUT Constructs

As described in Chapter 3, the scales used in this study were Likert scales. Each scale
consisted of 5-point Likert items, with response options coded as 1= strongly disagree, 2 =
disagree, 3 = neutral, 4 = agree, and 5 = strongly agree for the four constructs (performance
expectancy, effort expectancy, social influence, and behavioral intention) of the UTAUT model.
Composite scores were computed as the mean of the item scores for each of the four constructs.
Table 12 shows the descriptive statistics for each of the four subscales. The subscale with the
highest mean score was behavioral intention ( = 4.31, SD = 0.73), which indicates that the
participants had high intent to use online professional development in the future. Performance
expectancy was the second highest score ( = 4.01, SD = 0.70), which indicates that participants
perceived online professional development as a useful tool that was going to increase their skills
and knowledge related to their job-tasks. Effort expectancy ( = 3.96, SD = 0.86) was similar to
the mean score of performance expectancy, which indicates that the participants agreed that
online professional development is easy to use and interact with. The lowest mean score was
social influence ( = 3.41, SD = .84), which indicates that the participants had neutral agreement
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about social influence and its effects to use online professional development. The participants’
responses to all of the items of each subscale are included in Appendix G.

Table 12
Descriptive Statistics Subscales of the UTAUT Model
Variables
Performance Expectancy

N
159

Effort Expectancy
Social Influence
Behavioral Intention

159
159
159

M
4.01
3.96
3.41
4.31

SD
0.70
0.86
0.84
0.73

The boxplots shown in Figure 3 for the three constructs of the UTAUT model
(performance expectancy, effort expectancy, and social influence) had outliers but no extreme
values.

Figure 3: Boxplots for performance expectancy, effort expectancy, and social influence.
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Inferential Statistics

Research Question 1 Analysis

This section presents the results of research question one and its corresponding
hypothesis that investigated performance expectancy, effort expectancy, and social influence for
predicting employees’ behavioral intention to use online professional development at King
Abdullah Bin Abdul-Aziz University Hospital in Saudi Arabia. As mentioned earlier, the
complete sample size was 159 participants.
The question and hypothesis are as follow:
•

To what extent do (performance expectancy, effort expectancy, and social influence)
predict employees’ behavioral intention to use online professional development?
o H1: Performance expectancy is positively related to employees’ behavioral
intentions toward using online professional development.
o H2: Effort expectancy is positively related to employees’ behavioral
intentions toward using online professional development.
o H3: Social influence is positively related to employees’ behavioral intentions
toward using online professional development.

Regression Assumptions

It is vital to check the regression assumptions before interpreting the linear regression
results for data related to research question one. These assumptions include, but are not limited
to, outlier assessment, linearity, normality of residuals, homogeneity of variance,
multicollinearity, and influential values.
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Outliers and influential values. Cook’s Distance Statistic was conducted to investigate
whether outliers were influential and needed to be treated before interpreting the regression
outputs. The rule of Cook’s distance indicates that a value is considered an influential case if it is
equal to 1.0 or greater. The results of Cook’s distance showed that no individual cases exceeded
1.0, which indicated that influential cases were not evident. This result was also supported by
examining the boxplot of the dependent variable (behavioral intention), as shown in Figure 4,
which indicated no extreme values. However, examining the standardized residuals revealed
only one case with a standardized residual value with a z-score that was more extreme than +/3.00.

Figure 4 Boxplot of behavioral intention total scores.

Homogeneity of variance. Homogeneity of variance was assessed by visual inspection of
the scatterplot of the residual values plotted against the predicted values on the outcome variable
(total behavioral intention). The scatterplot showed a symmetrical distribution of residuals that
were scattered and homoscedastic, which indicated that the homoscedasticity of residuals
assumption was not violated (see Figure 5).
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Normality and linearity. To check the assumption of normality of the residuals,
histograms of the standardized residuals and normal P-P plot were created. As shown in Figure
6, the histogram showed a symmetric curve distributed around zero. This indicates that the
normality assumption of residuals was met. This assumption was also supported by examination
of the normal P-P Plot of the residuals as shown in Figure 6, which indicated a semi-straight line
to show that error terms are normally distributed. Also, a normality of residuals test (ShapiroWilk’s) was conducted to test the normality of the residuals. The results from Shapiro-Wilk’s
test were not statistically significant, (χ2(159) = 0.985, p = .073), which indicated the normality
assumption was met.

Figure 5: Scatterplot of the residual values against the predicted values on the outcome variable.
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Figure 6: Histogram of standardized residuals and normal p-p plot of employees’ behavioral
intention.

Scatterplot of dependent variable on predicted values
The scatterplot of the total behavioral intention on the predicted values was examined and
showed a linear regression relationship of the outcome values on the predicted values (see Figure
7).

Figure 7: Scatterplot of dependent variable on predicted values.
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Multicollinearity. To examine the multicollinearity between variables in multiple linear
regression analysis, two diagnostic statistics, the variance of inflation factor (VIF) and tolerance,
were considered. Those two factors have guidelines: If VIF is greater than 10 and the tolerance
less than 0.10, then there is a problem with multicollinearity. By looking at the values of VIF
and tolerance in Table 13, all of the predictors are below 10 for VIF and above 0.10 for
tolerance, which indicated that there was no evident problem with multicollinearity.

Table 13
Coefficients Regression Statistics of the Predictors
Model
Performance Expectancy
Effort Expectancy
Social Influence

Tolerance
.507
.484
.697

Variance Inflation Factor (VIF)
1.971
2.065
1.435

Correlation. Table 14 shows the correlation among the independent variables
(performance expectancy, effort expectancy, and social influence). It can be clearly seen that,
although there was a relationship among the predictors, no correlation exceeded 0.90, which
indicated a lack of excessive multicollinearity. The correlations also indicated that the constructs
of UTAUT have a positive zero-order relationship with each other. From examination of these
zero-order correlations, performance expectancy and effort expectancy were moderately
correlated with each other and with the dependent variable (employees’ behavioral intention).
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Table 14
Correlations among Variables

Pearson
Correlation

Sig. (1tailed)

N

Behavioral
Intention
Performance
Expectancy
Effort
Expectancy
Social Influence
Behavioral
Intention
Performance
Expectancy
Effort
Expectancy
Social Influence
Behavioral
Intention
Performance
Expectancy
Effort
Expectancy
Social Influence

Behavioral Performance
Intention
Expectancy
1.000
.713

Effort
Expectancy
.697

Social
Influence
.472

.713

1.000

.685

.487

.697

.685

1.000

.521

.472
.

.487
< .001

.521
< .001

1.000
< .001

< .001

.

< .001

< .001

<.001

< .001

.

< .001

< .001
159

< .001
159

< .001
159

.
159

159

159

159

159

159

159

159

159

159

159

159

159

Multiple Linear Regression Analysis. For research question one, a multiple linear
regression analysis was conducted to investigate how performance expectancy, effort
expectancy, and social influence predicted employees’ behavioral intention to use online
professional development at King Abdullah Bin Abdul-Aziz University Hospital in Saudi
Arabia. As shown in Table 15, the complete set of predictors significantly predicted employees’
behavioral intention to use online professional development F (3, 155) = 75.68, p < .001. The
regression model showed that 59% of the variation in employees’ behavioral intention can be
2
explained by the three predictors (𝑅2 = .59, 𝑅𝑎𝑑𝑗
= .58).
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Table 15
ANOVA for Regression of Behavioral Intention on Performance Expectance, Effort Expectancy,
and Social Influence
Source
Regression
Residual
Total

Sum of
Squares
50.49
34.47
84.96

df

Mean Square

F

p

3
155
158

16.83
.22

75.68

<.001

Partial regression plots. Partial regression plots were assessed to identify the relationship
between the dependent variable (behavioral intention) and the independent variables
(performance expectancy, effort expectancy, and social influence). The results indicated that the
partial regression plots were linear (see Appendix G).
Coefficients. To determine the significance of the individual predictors, regression
weight coefficients (β values) were assessed (see Table 16). The results showed that not all of the
predictors had a statistically significant, positive relationship with behavioral intention. Only two
predictors were statistically significant at alpha = 0.05. Performance expectancy was a
statistically significant positive predictor (β = .426, 𝑝 =.001) of employees’ behavioral intention
to use online professional development. Also, effort expectancy was a significant (β = .366, 𝑝 =
.001) positive predictor of employees’ behavioral intention to use online professional
development. Social influence was not statistically significant (𝛽 = .074, 𝑝 = .22) for predicting
employees’ behavioral intention to use online professional development.

70
Table 16
Regression Coefficients
B

Std. Error

β

t

Sig.

Pratt Index

Performance Expectancy

0.363

0.061

.426

5.936

< .001

0.51

Effort Expectancy

0.380

0.076

.366

4.979

< .001

0.42

Social Influence

0.064

0.053

.074

1.212

.227

0.05

Predictor

Since the data indicated two significant predictors of behavioral intention, a Pratt Index
was conducted to investigate which variable was most important in predicting employees’
behavioral intention to use online professional development. The Pratt Index assesses the relative
importance of each predictor by multiplying the standardized regression coefficient of each
predictor (𝛽) by its corresponding zero-order correlation coefficient and dividing by the squared
multiple correlation coefficient (R2). The values of the Pratt Indices showed performance
expectancy (Pratt Index = 0.51) emerging as the most important predictor.
These regression results indicated that research hypothesis one and two were supported as
performance expectancy (β = .426, 𝑝 < .001) and effort expectancy (β = .366, 𝑝 < .001) were
statistically significant. Whereas, hypothesis three was not supported as social influence (β =
.074, 𝑝 = .22) had no statistically significant effect on employees’ behavioral intention to use
online professional development. Table 17 summarizes these effects.
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Table 17
Summary Results of Hypotheses Statistical Analysis
Research Hypothesis

Results

Performance expectancy is positively related to employees’ behavioral
intentions toward using online professional development.

Supported

Effort expectancy is positively related to employees’ behavioral intentions
toward using online professional development.

Supported

Social influence is positively related to employees’ behavioral intentions
toward using online professional development.

Not supported

Research Question 2

This section presents the results for research question two to investigate whether gender
moderated the relationship among performance expectancy, effort expectancy, social influence,
and behavioral intention to use online professional development. For this question, multiple
linear regression was conducted. As mentioned earlier, the analytic sample size in this study was
159 participants. Ninety-seven (61%) of study participants presented as female and 62 (39%)
presented as male. To perform this analysis, gender first was dummy coded; male = 0 and female
= 1. Second, performance expectancy, effort expectancy, and social influence were mean
centered, and interaction terms were created as the product of each of these variables with gender
(performance-expectancy×gender, effort-expectancy×gender, and social-influence×gender) to
facilitate testing the moderating effect of gender on the relationship between these predictor
variables and the outcome variable (employees’ behavioral intention).
Research question 2 and its corresponding hypotheses were
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•

Does gender moderate the relationships between performance expectancy, effort
expectancy, social influence, and employee’s behavioral intention to use online
professional development?
o H1: Gender moderates the relationships between performance expectancy and
employees’ behavioral intentions to use online professional development.
o H2: Gender moderates the relationships between effort expectancy and
employees’ behavioral intentions to use online professional development.
o H3: Gender moderates the relationships between social influence and
employees’ behavioral intentions to use online professional development

Regression Assumptions

Checking the regression assumptions before interpreting multiple linear regression
analysis was essential to provide information about the data related to research question two.
These assumptions include, but are not limited to, outlier assessment, linearity, normality of
residuals, homogeneity of variance, multicollinearity, and influential values.
Outliers and influential values
Cook’s Distance statistics were computed to investigate whether individual cases were
influential. The results of Cook’s Distance indicated that the individual values were less than the
criterion value of 1.00, which indicates that influential cases were not evident. Examination of
the boxplot of the dependent variable (behavioral intention) as shown in Figure 8, indicated no
extreme values. However, examination of the standardized residuals showed one case with a
standardized residual value that was more extreme than +/-3.00.
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Figure 8: Boxplot of behavioral intention total scores.

Homogeneity of variance. Homogeneity of variance was assessed by visual inspection of
the scatterplot of the residual values plotted against the predicted values of the outcome variable
(behavioral intention). The scatterplot showed a homogeneous pattern of residuals (see Figure 9).

Figure 9: Scatterplot of the residual values against the predicted values on the outcome variable.
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Normality and linearity. To check the assumption of normality of the residuals, a
histogram of the standardized residuals and a normal P-P Plot were created. As shown in Figure
10, the histogram shows a curve symmetrically distributed around zero. This indicates that the
normality assumption of residuals was met. This assumption test was also supported by the
examination of the normal P-P Plot of the residuals as shown in Figure 10. Error terms nearly
follow the line, which indicates a normal distribution of the residuals. The scatterplot of total
behavioral intention on the predicted values was also examined and showed a linear relationship
of the outcome values on the predicted values (see Figure 11). Also, a normality of residuals test
(Shapiro-Wilk’s) was conducted to test the normality of the residuals. The Shapiro-Wilk’s test
was not statistically significant, (χ2(159) = 0.994, p = .714), which indicates the normality
assumption was met.

Figure 10: Scatterplot of dependent variable on predicted values and the Normal P-P Plot of the
residuals
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Figure 11: The scatterplot of total behavioral intention on the predicted values

Multicollinearity. To examine the multicollinearity among the variables in the multiple
linear regression analysis, two diagnostic statistics were considered: Variance of Inflation Factor
(VIF) and Tolerance. The values of VIF and Tolerance in Table 18 each are below 10 (for VIF)
and above 0.10 (for tolerance), which indicates that no problems with excessive multicollinearity
were evident.
For research question 2, multiple linear regression was conducted to investigate whether
gender moderated the relationship among performance expectancy, effort expectancy, social
influence, and behavioral intention to use online professional development at King Abdullah Bin
Abdul-Aziz University Hospital in Saudi Arabia.
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Table 18
Collinearity Statistics for the Predictors
Predictor

Tolerance

Gender
0.960
Performance Expectancy
0.156
Effort Expectancy
0.155
Social Influence
0.230
Performance Expectancy × Gender
0.149
Effort Expectancy × Gender
0.146
Social Influence × Gender
0.244
Note. All continuous variables have been mean-centered.

Variance Inflation Factor
(VIF)
1.03
6.40
6.44
4.19
6.69
6.86
4.09

Multiple linear regression analysis. As shown in Table 19, the set of predictors
significantly predicted employees’ behavioral intention to use online professional development F
(7, 151) = 34.63, p < .001. The regression model showed that 61.6% of the variation in
employees’ behavioral intention can be explained by the seven predictors and the moderating
2
effect of gender (𝑅2 = .61, 𝑅𝑎𝑑𝑗
= .59).

Table 19
ANOVA of the Regression Model
Source
Regression
Residual
Total

Sum of
Squares
52.35
32.60
84.96

df

Mean Square

F

p

7
151
158

7.48
.21

34.63

<.001
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Partial regression plots. Partial regression plots were assessed to identify the relationship
between the dependent variable (behavioral intention) and each of the seven predictors
(performance expectancy, effort expectancy, social influence, gender, performance-expectancy
×gender, effort-expectancy ×gender, and social-influence ×gender). The results of the partial
regression plots show linear relationships with no occurrence of patterns that could affect
regression assumptions (see Appendix H).
Coefficients. The regression coefficients (Beta) were examined to individually assess all
seven predictors and the effect of gender as a potential moderator of the relationship between
performance expectancy/effort expectancy/social influence and employees’ behavioral intention
to use online professional development (see Table 20). The results showed that gender had no
moderating effect on the relationship between performance expectancy and intention (β =.011, p
= .933), effort expectancy and intention (𝛽 =.115, p = .386), and social influence and intention
(β = .169, p = .099). This indicates that gender does not have moderation effect; i.e., there were
no differences between females and males in the relationship between performance
expectancy/effort expectancy/social influence and employees’ behavioral intention to use online
professional development.
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Table 20
Regression Coefficients
Predictor

B

Std. Error

Gender
0.059
0.077
Performance Expectancy
0.345
0.109
Effort Expectancy
0.278
0.133
Social Influence
0.048
0.089
Performance Expectancy ×
0.011
0.131
Gender
Effort Expectancy × Gender
0.141
0.162
Social Influence × Gender
0.183
0.110
Note. All continuous variables have been mean-centered.

β

t

Sig.

-.039
.405
.267
-.056
.011

-0.762
3.172
2.088
-0.544
0.085

.447
.002
.038
.587
.933

.115
.169

0.869
1.660

.386
.099

Hypotheses Testing

The regression results indicated that all three hypotheses for research question two were
not supported because gender did not moderate the relationship between performance
expectancy/effort expectancy/social influence and the outcome variable (employees’ behavioral
intention) to use online professional development (see Table 21). This indicates that the research
hypotheses were not supported.
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Table 21
Summary Results of Hypotheses Statistical Analysis
Research Hypothesis

Results

Gender moderates the relationships between performance expectancy and
employees’ behavioral intentions toward using online professional
development.

Not Supported

Gender moderates the relationships between effort expectancy and
employees’ behavioral intentions toward using online professional
development.

Not Supported

Gender moderates the relationships between social influence and
employees’ behavioral intentions toward using online professional
development.

Not Supported

Chapter Summary

This quantitative correlational study had two purposes. First, it was designed to examine
how the Unified Theory of Acceptance and Use of Technology (UTAUT) constructs
(performance expectancy, effort expectancy, and social influence) predicted employees’
behavioral intention to use online professional development at King Abdullah Bin Abdul-Aziz
University Hospital in Saudi Arabia. Second, it was designed to investigate whether gender
moderated the relationship between the UTAUT constructs and behavioral intention to use online
professional development.
First, the reliability estimates (Cronbach’s alpha) for the modified survey items were
higher than 0.70, which indicates adequate reliability evidence for internal item consistency.
Second, data were screened for missing values and cleaned by deleting the cases that had a high
number of missing responses. For the cases with fewer missing values, missing values were
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imputed using hot-deck imputation because they were missing completely at random. After the
cleaning process, a total of 159 participants constituted the analytic sample.
Then, descriptive statistics were computed for the respondents’ age, gender, nationality,
level of education, occupation, years of experience, experience with online professional
development courses, and the four constructs of the UTAUT model (performance expectancy,
effort expectancy, social influence, and behavioral intention) to measure their behavioral
intention to use online professional development. Regression analyses were then conducted to
assess research questions one and two and their associated hypotheses. Regression assumptions
(e.g., outliers testing, linearity, normality of residuals, homogeneity of variance,
multicollinearity, and influential values) were assessed.
Multiple linear regression results pertaining to research question one showed that the
complete set of predictors significantly predicted employees’ behavioral intention to use online
professional development. The regression model showed that 59% of the variation in employees’
behavioral intention can be explained by the three predictors. Additionally, the multiple linear
regression results pertaining to research question two showed gender did not significantly
moderate the relationship between performance expectancy/effort expectancy/social influence
and behavioral intention to use online professional development.
Thus, for the first question, performance expectancy and effort expectancy were
statistically significant predictors of employees’ behavioral intention to use online professional
development. For the second question, the results showed that gender did not moderate the
relationship between the UTAUT constructs and employees’ behavioral intention to use online
professional development.

CHAPTER 5
DISCUSSION

This study utilized a quantitative correlational research design for data collection and the
analytical approach. This chapter presents the findings from the data analyses conducted on
employees’ behavioral intention to use online professional development and discusses how the
findings of this study are related to previous research studies’ findings in terms of agreement or
disagreement, and researcher reflection. In addition, this chapter presents this study’s limitations,
implications for decision makers and instructional technology, and recommendations for future
research.
As mentioned previously, this quantitative correlational study was designed to examine
how the Unified Theory of Acceptance and Use of Technology (UTAUT) constructs predict
employees’ behavioral intention to use online professional development at the King Abdullah
Bin Abdul-Aziz University Hospital in Saudi Arabia. It also investigated whether gender
moderated the relationship among the three UTAUT constructs and employees’ behavioral
intention to use the online professional development. The UTAUT model was utilized as the
theoretical framework for this study, which is a technology acceptance model founded by
Venkatesh et al. (2003). Its purpose is to explain users’ behavioral intention to use new
technology (Min el at., 2008; Venkatesh et al., 2003; Yoo & Han, 2013). The UTAUT model
consists of the following constructs: performance expectancy, effort expectancy, social
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influence, facilitating condition, behavioral intention, use behavior, and four moderator variables
(gender, age, experience, and voluntariness of use). For the purpose of this study, only three
predictors (namely performance expectancy, effort expectancy, social influence) were used as
the independent variables with gender being the moderator variable between performance
expectancy, effort expectancy, social influence, and behavioral intention.
This study utilized multiple linear regression as the statistical analysis to answer the
research questions related to employees’ behavioral intention (dependent variable) to use online
professional development. The results of this study showed that performance expectancy was the
most important and statistically significant predictor with a positive relationship in predicting
employees’ behavioral intention to use online professional development. The second statistically
significant predictor of behavioral intention was effort expectancy. In fact, in this study, these
two predictors were the only statistically significant factors that positively predicted the
behavioral intention of employees to use online professional development. Social influence did
not significantly predict employees’ behavioral intention to use online professional development,
which was surprising to the researcher. The researcher expected that social influence would play
a major role in changing employees’ decision about using online professional development. The
findings also showed that gender did not moderate the relationship between the independent
variables and dependent variable, which means that the relationship between performance
expectancy, effort expectancy, social influence, and employees’ behavioral intention to use
online professional development did not differ for females vs. males. This was surprising
because the researcher believed that gender, particularly in Saudi Arabia where workplaces are
highly-segregated by gender, would have had a moderating effect on the relationship between at
least one of the independent variables and the dependent variable as hypothesized. In the
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following paragraphs, the findings of this study for each research question are discussed in detail
in relation to previous research studies and the researcher’s input about employees’ behavioral
intention to use online professional development.

Research Question 1
•

To what extent do (performance expectancy, effort expectancy, and social influence)
predict employees’ behavioral intention to use online professional development?
o H1: Performance expectancy is positively related to employees’ behavioral
intentions toward using online professional development.
o H2: Effort expectancy is positively related to employees’ behavioral
intentions toward using online professional development.
o H3: Social influence is positively related to employees’ behavioral intentions
toward using online professional development.

The three independent variables of the UTAUT model were hypothesized as the main
predictors of the behavioral intention to use online professional development. Multiple linear
regression was used to examine to what extent performance expectancy, effort expectancy, and
social influence predict the behavioral intention to use online professional development. The
findings showed the entire set of the predictors significantly predicted employees’ behavioral
intention to use online professional development. The regression model showed that 59% of the
variation in employees’ behavioral intention was explained by the three predictors. These
findings are aligned with previous research conducted by AbuShanab and Pearson (2007),
Alrawashdeh et al. (2012), Kijsanayotin et al. (2009), Wang, 2016, and Yoo and Huang (2016)
who found that performance expectancy, effort expectancy, and social influence altogether
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predicted the behavioral intention to use new information or educational technology. In the
current study, the overall mean in the behavioral intention to use online professional
development was high, which means a higher chance of employees intending to use online
professional development (Wang, 2016). As a researcher interested in investigating the
behavioral intention of employees to use online professional development, 59% is a high
percentage that shows how employees in this study were interested in online professional
development. Therefore, it is important for policymakers and decision makers to deeply consider
their employees’ behavioral intention to use online professional development before the practical
implementation takes place.
Interestingly, when the significance and importance of individual predictors was
assessed, not all of them significantly predicted behavioral intention to use online professional
development. For instance, only performance expectancy and effort expectancy showed a
significant positive relationship with employees’ behavioral intention to use online professional
development. Social influence was not a statistically significant predictor of the employees’
behavioral intention. The findings pertaining to each predictor are discussed below in detail and
in accordance with the previous research studies that used the UTAUT model to predict
individuals’ behavioral intention to use educational technologies such as online professional
development, online learning, eLearning, etc.

Performance Expectancy
According to Venkatesh et al. (2003), performance expectancy refers to “the degree to
which an individual believes that using the system will help him or her to attain gains in job
performance” (p. 447). In this study, based on computed values of the Pratt Index, performance
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expectancy was the most important predictor of employees’ behavioral intention to use online
professional development. Hypothesis one was supported, which showed that performance
expectancy can positively predict employees’ behavioral intention. This was not surprising and is
consistent with research studies conducted by Alrawashdeh, et al (2012), AbuShanab and
Pearson (2007), Kijsanayotin et al., (2009), Tarhini et al. (2015), Mohammadyari and Singh
(2015), Yoo and Han (2013), and Yoo and Huang (2016), in which it was asserted that
performance expectancy was the most important predictor of the behavioral intention. This
means that when employees find online professional development useful and aligned with their
needs to increase their career development growth, they are more likely to have better intentions
to use it. According to AlAwadhi and Morris (2008) and Wang (2016), it is important to consider
the usefulness of the content and materials put forth for individuals and the relatedness to the
workplace environment to enhance their work performance and skills. Also, Ahmed (2010)
mentioned that online learning would be more beneficial to individuals if it were designed to fit
their needs of learning. Therefore, the researcher believes that, to attract more King Abdallah Bin
Abdul-Aziz University Hospital employees to use online professional development, it is highly
recommended that online course designers, practitioners, and decision makers consider the
usefulness of the content provided through online professional development and how it relates to
their job requirements before the practical implementation takes place.

Effort Expectancy
Effort expectancy refers to “the degree of ease associated with the use of the system”
(Venkatesh et al., 2003, p. 450). Effort expectancy items asked participants questions related to
the ease of use of online professional development. The results of the current study showed that
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effort expectancy was a statistically significant predictor of employees’ behavioral intention to
use online professional development. Thus, research hypothesis two was supported. Effort
expectancy had a strong positive relationship with the employees’ behavioral intention to use
online professional development. This finding is consistent with previous research studies by
AlAwadhi and Morris (2008), Kijsanayotin et al. (2009), Yoo and Huang (2016), and Yoo and
Han (2013) that emphasized effort expectancy was considered an important predictor of
behavioral intention. The researcher believes that it is important for course designers and
developers to make the interface of online professional development easy to use and operate by
the employees at the King Abdullah Bin Abdul-Aziz University Hospital. This would ensure
continuous learning and use of the content provided through online professional development by
employees. Content provided online may be valuable, but if the interface is hard to use or
navigate, ease of use will be compromised. Therefore, it is highly recommended for online
course designers and developers at the King Abdallah Bin Abdul-Aziz University Hospital to
seek employees’ feedback about the flexibility and usability of online professional development
to avoid making complicated designs that eventually stop employees from using it.
In contrast, it was surprising to find that the results of this study regarding effort
expectancy were contradicted by previous research studies conducted by Tarhini et al. (2015),
Khechine et al. (2014), and Mohammadyari and Singh (2015). The findings of these studies
showed that effort expectancy was a non-significant predictor of the behavioral intention. This
contradiction might be due to: different research designs, sampling techniques selections, data
collection procedures and process, and/or individuals’ backgrounds with technology. For
instance, Tarhini et al. (2015) found no statistically significant relationship between effort
expectancy and behavioral intention among customers regarding using internet banking in
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Lebanon. The differences between the current study and Tarhini et al.’s (2015) are the
technology tools used and the study location. In Tarhini et al.’s (2015) study, the participants
were bank customers and the technology tools they used were internet banking. According to
Tarhini et al.’s (2015) study, the reason effort expectancy was insignificant might be because the
participants in their study looked at the usefulness of the internet banking rather than merely its
ease of use. Moreover, in Khechine et al. (2014) study, effort expectancy was not significant to
the behavioral intention. They mentioned it might be due to the unavailability of IT support
while using the system, which made it harder for individuals to use. Also, Mohammadyari and
Singh (2015) stated that the observed non-significance of effort expectancy in their study might
have been due to the outdated or unclear content materials provided to learners. From these
studies, the researcher believes that, to increase the effort expectancy of employees to use online
professional development, availability of content, IT support, and internet access should be
provided to ensure use of online professional development. Therefore, these findings emphasized
the importance of creating an online forum that meets its target audience in terms of usability and
availability.

Social Influence
Social influence refers to “the degree to which an individual perceived that important
others believe he or she should use the new system” (Venkatesh et al., 2003, p. 451). In this
study, social influence items asked participants a set of questions related to the influence of
others (coworker, mangers, and organization) on their decision to use online professional
development. Surprisingly, social influence, in this study, was not a significant predictor of
employees’ behavioral intention to use online professional development. The third research
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hypothesis was not supported. Social influence had no discernable effect on employees’
behavioral intention to use online professional development. This means that employees working
at King Abdul-Aziz University Hospital do not appear to be influenced by their coworkers,
managers, and/or organization to use online professional development. This finding is in
agreement with previous research conducted by Venkatesh et al. (2003) and Mohammadyari and
Singh (2015) in which they found that social influence had no effect on behavioral intention.
They mentioned that the negative relationship between social influence and behavioral intention
might be due to the different context in which their study was conducted. For example,
Venkatesh et al. (2003) found that social influence alone was not a determinant of the behavioral
intention. They mentioned that without the moderating effect of the other variables, social
influence was a non-significant predictor. According to the literature reviewed in this study, most
previous studies have found social influence to be a significant predictor of the behavioral
intention. Therefore, future research should investigate the social influence in a different research
site in Saudi Arabia to determine whether it has an effect on the behavioral intention to use
online professional development in corporate workplaces.
Not surprisingly, previous studies contradicted the findings of the current study regarding
the relationship of social influence on the behavioral intention. Research studies conducted by
Alrawashdeh et al. (2012), Dečman (2015), Kijsanayotin et al. (2009), and Yoo, Huang, and
Kwon (2015) found that social influence is a significant predictor of behavioral intention. They
pointed out that individuals are socially influenced by their friends, coworkers, higher mangers,
and organizations. This researcher believes that this contradiction might be because of the
cultural background and geographical locations of the participants, sample size differences,
research method, data collection, and/or types of the analytical approach used. Therefore, further
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investigation is needed using different research designs such as qualitative or mixed methods to
gain a deeper understanding of the effect of social influence on employees’ behavioral intention
to use online professional development in Saudi Arabia.
To summarize, the findings pertaining to Research Question 1 were aligned with previous
research that performance expectancy and effort expectancy are statistically significant
predictors of the behavioral intention to use online professional development (AbuShanab and
Pearson, 2007; Alrawashdeh et al., 2012; Kijsanayotin et al., 2009; &Yoo and Huang; 2016).
These findings concluded that the two predictors (performance expectancy and effort
expectancy) should carefully be considered by instructional designers and decision makers to
make online professional development meaningful and attractive to employees. On the other
hand, social influence, in this study, did not significantly predict behavioral intention to use
online professional development among employees of King Abdullah Bin Abdul-Aziz University
Hospital. This finding was partially supported by previous research, in which social influence
had no statistically significant effect on behavioral intention (Mohammadyari & Singh, 2015).
This means that King Abdullah Bin Abdul-Aziz University Hospital employees were not
affected by the social influence of their peers, mangers, or organization to use online professional
development. A contradiction was found in a study conducted by Wang (2016), which explained
that Taiwan’s employees are impacted by the opinion of others who are important or close to
them. Due to this contradiction, future investigation is recommended with a larger sample size,
different research methods, and different research sites to validate that the social influence of the
UTAUT construct has no effect on individuals’ behavioral intention to use online professional
development.
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Research Question 2
•

Does gender moderate the relationships between performance expectancy, effort
expectancy, social influence, and employee’s behavioral intention to use online
professional development?
o H1: Gender moderates the relationships between performance expectancy and
employees’ behavioral intentions to use online professional development.
o H2: Gender moderates the relationships between effort expectancy and
employees’ behavioral intentions to use online professional development.
o H3: Gender moderates the relationships between social influence and
employees’ behavioral intentions to use online professional development.

The present study hypothesized that gender has a moderating effect on the relationship
between each of the three predictors and the dependent variable of this study. To assess this
assumption, seven predictors (performance expectancy, effort expectancy, social influence,
gender, performance expectancy ×gender, effort expectancy ×gender, and social influence
×gender) were included in the multiple linear regression model to investigate whether gender
moderated the relationship between performance expectancy, effort expectancy, social influence,
and behavioral intention to use online professional development at King Abdullah Bin AbdulAziz University Hospital in Saudi Arabia. The multiple linear regression model showed that the
complete set of predictors significantly predicted employees’ behavioral intention to use online
professional development.
However, when moderating effects of gender were examined, no statistically significant
moderating effects were detected on the relationship between performance expectancy/effort
expectancy/social influence and the outcome variable (employees’ behavioral intention). This
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finding is consistent with research studies conducted by AlAwadhi and Morris (2008), AlGahtani et al. (2007), Dečman (2015), Gupta et al. (2008), Khechine, el at. (2014), and Wang
(2016) in which they found that gender had no moderating effect on the relationship between
performance expectancy/effort expectancy/social influence and behavioral intention. For
instance, Dečman (2015) found that there was no moderation effect on the relationship between
the performance expectancy/effort expectancy/social influence and behavioral intention to use
new technology in a higher educational environment. Also, the finding of the current study is
partially supported by Wang (2016) in which gender had no moderating effect on the relationship
between the three UTAUT constructs and employees’ behavioral intention to use eLearning
systems. Similarly, AlAwadhi and Morris (2008) found that gender had no moderating effect on
the relationship between performance expectancy/effort expectancy/social influence and
behavioral intention to use e-government systems. Moreover, this study is consistent with AlGahtani et al. (2007), which also found gender had no moderating effect on the relationship
between the three predictors and the behavioral intention. Interestingly, Al-Gahtani et al. (2007)
conducted their study in Saudi Arabia, the same country in which this study was conducted,
which provides further affirmation that gender appears to have no moderating effect on the
relationship between performance expectancy/effort expectancy/social influence and behavioral
intention. Because gender showed no moderating effect on the relationship between the UTAUT
constructs and the behavioral intention among employees at King Abdullah Bin Abdul-Aziz
University Hospital, it is recommended that both males and females be treated equally in regard
to online professional development.
On the contrary, many studies have contradicted this finding (e.g., Venkatesh et al., 2003;
Wang & Shih, 2009), in that they determined that gender has some moderating effects on the
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relationship between performance expectancy/effort expectancy/social influence and behavioral
intention. For instance, Venkatesh et al., (2003) found that gender had a moderating effect on the
relationship between performance expectancy and behavioral intention. In their study, the
relationship between performance expectancy and behavioral intention was stronger for males
than females. Whereas, the current study showed no moderating effects on the relationship
between the independent variables and the dependent variable in either gender. Also, Venkatesh
et al. (2003) posited a stronger relationship between effort expectancy/social influence and
behavioral intention for females than for males. Also, Wang and Shih (2009) found that gender
did moderate the relationship among performance expectancy, social influence, and the
behavioral intention to use the information kiosk. They found that the relationship between
performance expectancy, effort expectancy, and behavioral intention was stronger for males than
females. These inconsistencies in the findings might be due to the types of research conducted,
sampling techniques, sample size, cultural background of the participants, and inclusion of other
variables that were not part of the current study. Therefore, future research is recommended to
investigate the moderating effect of gender on the relationship between the three UTAUT
constructs and behavioral intention to use online professional development. Future research may
use different research methods such as qualitative design or mixed methods with a larger sample
size from both genders to reveal more about the moderation effect on the relationship between
performance expectancy, effort expectancy, social influence, and behavioral intention to use
online professional development.

Limitations of the Study

This study was limited only to the King Abdullah Bin Abdul-Aziz University Hospital
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employees located in the capital city of Saudi Arabia. The intent of this study was to generalize
its findings to a larger population, but the validity of the findings of this study might have been
affected by some limitations. For instance, convenience sampling was selected because the
participants were readily available and may not have been entirely representative of the
population. This might be a threat to the external validity of the study and the generalizability of
the findings to a larger population. The second limitation was the back translation; most of the
employees in King Abdullah Bin Abdul-Aziz University Hospital speak Arabic as their first
language. Therefore, the adapted survey items from Venkatesh et al. (2003) were translated into
Arabic. Even though this process underwent back-translation to review and validate the Arabic
version, it might not have provided exactly the same concept as the original English survey. This
process might have affected the meaning of the survey questions, which may have resulted in
providing incorrect answers.

Implications

This study examined the behavioral intention to use online professional development
among employees at King Abdullah Bin Abdul-Aziz University Hospital to improve their
professional competencies related to their job tasks. It provides key findings about the
moderation effect of gender on the relationship between performance expectancy, effort
expectancy, social influence and employees’ behavioral intention to use online professional
development. Hence, there are implications of this study that could benefit decision makers,
policymakers, instructional online course designers, and other institutions looking to implement
online professional development for their employees.
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The analysis of the findings of this study showed that employees perceived performance
expectancy and effort expectancy as important factors when using online professional
development. If these factors are considered by online course designers, using online
professional development in the work environment would improve employees’ professional
competencies. The flexibility and availability of online learning makes the professional
development content easy to transfer and be received by individuals, which makes it useful as a
learning approach. This finding was consistent with previous research studies that indicated the
importance of understanding how individuals think using technology helps them increase their
job performance (Mohammadyari & Singh, 2015; Serrano, 2015; Venkatesh et al., 2003).
Therefore, the results showed how important it is for decision makers, policymakers, and online
course designers to consider the performance expectancy of online professional development
before the practical implementation. According to Wang (2016), when an online professional
development course is designed based on the notion of its usefulness, individuals will be more
likely to continually use it. This researcher thinks that online professional development should be
designed according to employees’ needs to expand their learning about their profession.
This study found effort expectancy to be a significant predictor of employees’ behavioral
intention to use online professional development. This construct focuses on the ease of use and
the interface design of the technology tool. The usability of any technology tool is a very
important aspect to consider because it determines the interaction level between individuals and
technologies. This study showed that the employees perceived online professional development
as an easy technology medium to use and had no problem interacting with it. These results were
in agreement with previous research by Venkatesh et al. (2003) and Kijsanayotin et al. (2009).
Based on this finding, it is recommended that decision makers, online course designers, and
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developers at King Abdullah Bin Abdul-Aziz University Hospital consider what the employees
think about the flexibility and usability of the online professional development. Ease of use and
flexibility can be accomplished by conducting an evaluation early in the design process to avoid
making an intricate design that does not serve the purpose of the organization. This researcher
thinks that the interface of online professional development should be designed with users in
mind. It should be a straightforward design that is engaging and interactive. Content materials of
online professional development should be well-defined for employees to use and to find.
Therefore, to increase employees’ behavioral intention to use online professional development,
decision makers and instructional technology practitioners in Saudi Arabia need to consider the
factors of performance expectancy and effort expectancy to successfully implement online
professional development in the corporate workplace.

Suggestions for Future Research

Future studies should focus on the following areas:
•

This study investigated employees’ behavioral intention to use online professional
development; therefore, for future research, the usage behavior of online professional
development among employees should be examined.

•

This study utilized only a quantitative correlational design. Future studies should
include different research designs or methods, such as mixed methods, to gain a
deeper understanding of employees’ perceptions and views to use online professional
development.
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•

This study showed that social influence had no effect on employees’ behavioral
intention to use online professional development; therefore, further research studies
should be conducted to study this factor.

•

In this study, gender had no moderating effect on the relationships between
performance expectancy, effort expectancy, social influence and behavioral intention
to use online professional development. Therefore, future research should include
gender in different University Hospitals in Saudi Arabia to validate the findings of
this study.

•

This study did not study the readiness of King Abdullah Bin Abdul-Aziz University
Hospital to adopt online professional development. Therefore, future research should
study this important factor.

•

In this study, facilitating conditions and use behavior constructs were excluded.
Therefore, future research should include these two factors to determine the actual
use of online professional development among employees.

•

This study was conducted in one university hospital in Saudi Arabia; further research
should be replicated in different university hospitals throughout Saudi Arabia.

•

Only gender was used as a moderating variable, so future research should include
age, technology experience, educational level, and nationality as moderating
variables.

Chapter Summary

This study was set to examine how performance expectancy, effort expectancy, and
social influence predict employees’ behavioral intention to use online professional development.
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Also, this study examined gender as a potential moderator of the relationship between
performance expectancy, effort expectancy, social influence, and the outcome variable
(employees’ behavioral intention). The present study utilized the UTAUT theory as the
theoretical framework. The purpose of the UTAUT theory is to explain users’ behavioral
intention to use new technology. Therefore, the three constructs mentioned above were
employed in this study to predict the employees’ behavioral intention to use online professional
development.
The findings showed that most employees perceived online professional development as
valuable and an easy to use tool to improve their professional development aspects; considered
together, the complete set of predictors significantly predicted employees’ behavioral intention to
use online professional development. However, by examining each predictor individually, social
influence was not a statistically significant predictor of the behavioral intention to use online
professional development. This was a surprising finding because previous research studies have
indicated that social influence was a significant predictor of behavioral intention. This
inconsistency, this researcher believes, might be due to cultural differences between the current
study and previously conducted studies.
Moreover, the present study showed that there was no significant moderation effect on
the relationship between performance expectancy, effort expectancy, social influence, and
employees’ behavioral intention to use online professional development. Finally, this chapter
presents information about the limitations of this study, the implications for instructional
technology practitioners and decision makers, and suggestions for future research.
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APPENDIX B
SURVEY

English Version
What is your gender?

What is your age?

Nationality

Choose one from the
following that describe your
occupation:
What is your experience in
the current job?

Arabic Version

Male (1)

)١( ذكر

Female (0)

)٠( انثى
حدد عمرك؟

18 to 24 years
25 to 30 years
31 to 40 years
41 to 50 years
51 to 60 years
over 60 years
1) Saudi
2) Arab (NonSaudi)
3) Philippines
4) Others……….

Physician
Nurse
Specialist
Technician
Administrative
Less than 6 months
7 months – 1 year
2-4 years
More than 5 years

هل أنت

 ) سعودي１
 ) عربي غير سعودي２
 ) فلبيني３
.......... ) أخرى４

الجنسية

طبيب – طبيبه
ممرض – ممرضه
أخصائي – أخصائية
فني – فنية
 أداريه- أداري

أختر من الخيارات التالية التي تصف
:طبيعة عملك

عدد سنوات الخبرة في عملك الحالي
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What is your highest
attained educational
degree?

Have you taken online
training before?

To what extent have you
used online learning

أخر موهل دراسي حصلت عليه

Associate degree
Bachelor’s degree
Master’s degree
Professional degree
Doctorate degree

هل سبق لك ان اخذت درس تعليمي
عن طريق التعليم االليكتروني؟

1) Yes
2) No

None
Very Little
Some
Very much

لم استخدمه
استخدام قليل جدا
استخدام بعض الشي
استخدام كثيرا جدا

إلى أي مدى استخدمت التعلم
االليكتروني
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Section 2 UTAUT survey Items adapted from Venkatesh et al. (2003)

Variable
Measured

Performance
Expectancy

Original Survey
Item
I would find the
system useful in
my job.
Using the system
enables me to
accomplish tasks
more quickly.
Using the system
increases my
productivity.

If I use the system,
I will increase my
chances of getting
a raise
My interaction
with the system
would be clear and
understandable.

Modified Survey Item

Arabic Version

I would find online professional
development useful in my job.

 أجد ان التدريب االلكتروني-١
مفيد في عملي

Using online professional
development enables me to
accomplish tasks more quickly.

 عن طريق التدريب-٢
االلكتروني يمكنني إنجاز
االعمال بسرعة أكبر

Using online professional
development increases my
productivity.

Type of Item

5 Point LikertStrongly agree to
Strongly disagree
coded from 1 to 5
(Strongly
agree = 5,
 التدريب االلكتروني يزيد من-٣
 إنتاجي العمليAgree = 4, Neutral =
3, Disagree = 2,
Strongly disagree =1)

If I use online professional
development, I will increase my
chances of getting a raise.

 إذا استخدمت التدريب-٤
االلكتروني فسوف تزيد فرصي
في الحصول على ترقية في
العمل

My interaction with online
professional development would
be clear and understandable.

 سيكون تفاعلي مع تطوير-٥
األداء الوظيفي االليكتروني
واضح ومفهوم

Effort
expectancy
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Social influence

It would be easy
for me to become
skillful at using the
system

It would be easy for me to
become skillful at using online
professional development.

 سيكون من السهل بالنسبة لي-٦
ان أصبح ماهرا في استخدام
تطوير األداء الوظيفي
االليكتروني

I would find the
system easy to use

I would find online professional
development easy to use.

 انا أجد تطوير األداء الوظيفي-٧
االليكتروني سهل االستخدام

Learning to
operate the system
is easy for me

Learning to operate online
professional development is easy
for me.

 سيكون من السهل بالنسبة لي-٨
التعلم للتعامل مع تطوير األداء
الوظيفي االليكتروني

People who
influence my
behavior think that
I should use the
system

People who influence my
behavior think that I should use
online professional development.

 الناس الذين لهم تأثير سلوكي-٩
علي يعتقدون انه ينبغي لي ان
استخدم تطوير األداء الوظيفي
االليكتروني

People who are
important to me
think that I should
use the system

People who are important to me
think that I should use online
professional development.

 الناس المهمين بالنسبة لي-١٠
يعتقدون انه يجب على استخدام
تطوير األداء الوظيفي
االليكتروني

The senior
management of
this business has
been helpful in the
use of this system

The senior management of this
business has been helpful in the
use of online professional
development.

 المسؤولين في المستشفى لهم-١١
دور مفيد في استخدام تطوير
األداء الوظيفي االليكتروني
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In general, the
organization has
supported the use
of the system

In general, the organization has
supported the use of online
professional development

 المستشفى، بشكل عام-١٢
الجامعي يشجع على استخدام
تطوير األداء الوظيفي
االليكتروني

I intend to use the
system in the next
<n> months

I intend to use online
professional development in the
future.

 أنوي ان استخدم التدريب-١٣
.االليكتروني في المستقبل

I predict I would
use the system in
the next <n>
months

I predict I would use online
professional development in the
future.

 أتوقع أنني سوف استخدم-١٤
التدريب االليكتروني في
.المستقبل

I plan to use the
system in the next
<n> months

I plan to use online professional
development in the future.

 أخطط الستخدام التدريب-١٥
 إذا،االليكتروني في المستقبل
.كان متوفرا

Behavioral
intention
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Approval Notice
Initial Review
09-Nov-2017
TO: Yousef Alshrari
Educational Technology, Research and Assessment
RE: Protocol # HS17-0312 “Factors Related to Employees' Behavioral Intention to use Online Professional
Development”
Your Initial Review submission was reviewed and approved under Expedited procedures by Institutional Review Board
#1 on 09-Nov-2017. Please note the following information about your approved research protocol:
Protocol Approval period: 09-Nov-2017 - 08-Nov-2018
If your project will continue beyond that date, or if you intend to make modifications to the study, you will need
additional approval and should contact the Office of Research Compliance and Integrity for assistance. Continuing review
of the project, conducted at least annually, will be necessary until you no longer retain any identifiers that could link the
subjects to the data collected. Please remember to use your protocol number (HS17-0312) on any documents or
correspondence with the IRB concerning your research protocol.

Please note that the IRB has the prerogative and authority to ask further questions, seek additional information,
require further modifications, or monitor the conduct of your research and the consent process.
Unless you have been approved for a waiver of the written signature of informed consent, this notice includes a
date-stamped copy of the approved consent form for your use. NIU policy requires that informed consent documents
given to subjects participating in non-exempt research bear the approval stamp of the NIU IRB. This stamped document
is the only consent form that may be photocopied for distribution to study participants.
It is important for you to note that as a research investigator involved with human subjects, you are responsible for
ensuring that this project has current IRB approval at all times, and for retaining the signed consent forms obtained from
your subjects for a minimum of three years after the study is concluded. If consent for the study is being given by proxy
(guardian, etc.), it is your responsibility to document the authority of that person to consent for the subject. Also, the
committee recommends that you include an acknowledgment by t he subject, or the s ubject's representative, that he or she
has received a copy of the consent form. In addition, you are required to promptly report to the IRB any injuries or other
unanticipated problems or risks to subjects and others. The IRB extends best wishes for success in your research
endeavors.
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I agree to participate in the research project titled Employees' intentions toward online
professional development being conducted by Yousef Alshrari, a doctoral student at Northern
Illinois University. I have been informed that the purpose of the study is to investigate how the
attitudinal factors (performance expectancy, effort expectancy, and social influence) predict
employees’ behavioral intention at King Abdullah Bin Abdul-Aziz University Hospital, Saudi
Arabia, to participate in Online Professional Development (OPD) based on the Unified Theory of
Acceptance and Use of Technology (UTAUT). I understand that if I agree to participate in this
study, I will be asked to complete all question items listed in the questionnaires. I am aware that
my participation is voluntary and may be withdrawn at any time without penalty or prejudice,
and that if I have any additional questions concerning this study, I may contact (Yousef Alshrari
at 815-000-0000). I understand that if I wish further information regarding my rights as a
research subject, I may contact the Office of Research Compliance at Northern Illinois
University at (815) 753-8588. I understand that the intended benefits of this study include
gaining data about employees’ attitudes and intentions toward online professional development. I
have been informed that there are no potential risks and/or discomforts I could experience during
this study. I understand that all information gathered during this experiment will be kept
anonymous (your name will not be shown in the survey). I realize that Northern Illinois
University policy does not provide for compensation for, nor does the University carry insurance
to cover injury or illness incurred as a result of participation in University sponsored research
projects. I understand that the timespan required to answer all the questions listed on the survey
is less than ten (10) minutes. I understand that my consent to participate in this project does not
constitute a waiver of any legal rights or redress I might have as a result of my participation, and
I acknowledge that I have received a copy of this consent form. I understand that, by clicking the
“I agree” button below, I am providing my informed consent to participate in this study.
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RESEARCH PROCEDURE TIMELINE
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Item
Proposal was Defended
Feedback and comments completed
Submitted the IRB supplication for approval
Online survey was created using Qualtrics®
Received the IRB approval
Reviewed the survey with an expert in the field.
The online survey was piloted with a group of 20
people for content clarity.
A letter was sent to the Chief Executive of the Training
Department at King Abdullah Bin Abdul-Aziz
University Hospital that explained the purpose of the
study with the approved NIU IRB letter attached.
A letter explaining of the data collection procedure was
sent to the Chief Executive of the Training Department.
An email with survey link to participate in the study
was sent to the Chief Executive of the Training
Department and shared it with all employees who work
at King Abdullah Bin Abdul-Aziz University Hospital.
First reminder was sent to the Chief Executive of the
Training Department to remind employees to
participate in the study
Second reminder was sent to the Chief Executive of the
Training Department to remind employees to
participate in the study
The last reminder was sent to remind them to
participate again.
The online survey was inaccessible

Time Completed
Thursday October 12, 2017
completed by October 13
October 13
November 7
November 9
November 10
November 9th
November 12

November 12
On Monday November 13

November 20

November 27

December 26
January 15, 2018

